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To my Mother and Father. 
ABSTRACT 
This thesis examines the attitudes, perceptions 
and behaviour of 178 freezing workers at two works, one 
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in Wanganui and the other in Christchurch, by reference to 
four areas. The world of w~rk, the pattern of sociability, 
political attitudes and behaviour, and images of the class 
structure and of inequality are examined on the basis of a 
set of research expectations generated by an expanded ideal 
'type' of the instrumental worker. The theme of 
instrumentalism serves as an integrating focus for the 
thesis and is adopted, firstly because of its proven utility 
in the context of previous industrial research, and 
secondly, because the ideal type in part reflects the 
stereotypical image that the industry and the freezing 
workers have acquired. The industry is briefly examined 
in the light of available historical and statistical data, 
and developments in the field of industrial sociology 
leading to the formulation of 'action' approaches are 
critically reviewed. On the basis of a discussion of 
research findings, it is argued that the instrumental type 
has a limited utility in studying freezing workers' 
attitudes and behaviour. In their attitudes to certain 
aspects of their jobs and employment, to their unions 
and to their firms, freezing workers manifest other than 
instrumental attitudes and behaviour. The mode of 
sociability is not a privatised one, and work and non-work 
are linked by both kinship and social networks. Political 
attitudes are characterised by high levels of support for 
iii 
the Labour Party, but apparently low levels of ideological 
commitment. Images of the class structure tend to 
approximate a pecuniary model with an absence of dichotomous 
or power models. It is concluded that, while in certain 
respects the instrumental ideal type has some utility in 
examining the attitudes and behaviour of men who work in 
the meat industry, aspects o~ both the work and community 
situations of those interviewed, and attitudes and 
perceptions that are of wider reference, call into question 
the assumption that instrumentalism is an all-embracing 
phenomenon. 
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CHAPTER ONE 
INTRODUCTION 
1 
Introduction 
The Freezing Industry employs more workers than any 
other industry in the manufacturing sector, has the largest 
plants, is responsible for most of New Zealand's export 
earnings, accounts for more industrial stoppages than 
any other industry and more of the lost time accidents. 
For these reasons, if not for any other, the industry 
presents a challenging agenda of research questions. 
Any person who enters a freezing works cannot help 
but be affected by the sight and sound of large numbers 
of men involved in the systematic disassembly of animals. 
As early as 19 06 this process was described by Up-ton 
Sinclair in a novel entitled 'The Jungle'. He describes 
the scene in the Chicago meat works of the time: 
11 It was then again strung up by the machinery, 
and sent upon another trolley ride; this time 
passing between two lines of men, who sat upon 
a raised platform, each doing a certain simple 
thing to the carcass as it came to him. One 
scraped the outside of .a leg, another scraped 
the inside of the same leg. One with a swift 
stroke cut the throat; another with two swift 
strokes severed the head, which 11 to the 
floor and vanished through a hole. Another 
made a slit down the body; a second opened the 
body wider, a third with a saw cut the breast 
bone; a fourth loosened the entrails; a fifth 
pulled them out - and they also slid through a 
hole in the floor. 11 
Seventy years later, Kerr Inkson recorded his own feelings 
on first stepping into a New Zealand freezing works: 
" The inside of the freezing works is like 
a premonition of hell. Machines clank and 
shouts echo eerily from the metal rafters; 
steam hisses and melts into the damp air; 
blood spurts and spatters across clinically 
white garments; animal carcasses, swinging 
on thin hooks, roll slowly past, throats cut, 
heads dangling grotesquely, while the men 
sever and slash with their razor sharp knives. 11 
(Inkson, 1977: 2) 
2 
The imagery in both these extracts testifies to the linear 
pattern of work organisation; long lines of men standing 
and working, as mechanical chains carry stock past at 
regular intervals. The existence of such industries, 
large plants employing men that deal in death, has 
stimulated academics of pragmatic and literary persuasion 
alike. Similarly there are other industries that, because 
of the nature of the work performed, attract considerable 
attention from both academics and non-academics. The work. 
situations and community situations of miners and ship-
builders, fishermen and dock workers have in common with 
the freezing industry the fact that they create and sustain 
what might be termed industrial mythologies. 
In New Zealand, the perceptions of freezing works 
and freezing workers have produced various mythologies. 
Some talk in terms of awe and respect, others denegration 
and still others envy. The fact that those who work in 
what is often seen as a low status industry, in low status 
jobs, are the recipients of what are generally assumed to 
be high wages, makes for an air of hostility. Stereotypes 
are sustained, if not created by the.news media, and 
ritualised status degradation is often the result. 
Empirical researches within the industry have pointed 
to the instrumentalism of freezing workers, to their concern 
with financial reward at the cost of other satisfactions. 
These findings have in.common with public perceptions of 
the industry their emphasis on the role of money as a key 
motivator. The choice of theoretical perspective used in 
3 
this study was made with these two factors in mind. It is 
commonly assumed that freezing workers are highly paid, and 
previous empirical research on attitudes and orientations 
to work among them, suggest, in a more sophisticated and 
less sinister manner, that high priority is placed on 
economic rewards. 
Observation, opinion, conjecture and fact all lend to 
a consideration of the attitudes and behaviour of men in the 
meat industry a wide range of as yet unanswered questions. 
Characteristics of the Meat Freezing Industry: 
Past and Present 
1. Overview and History 
1 The New Zealand Meat Freezing Industry is possibly 
unique in that it presents an opportunity to study a 
number of the most important linkages between groups and 
organisations that make up the New Zealand social structure. 
Primary producers and their organisations are linked to 
domestic and overseas capital; capital largely invested in 
plant and the organisation of marketing. Labour is employed 
1 There is some ambivalence over an appropriate term for 
the industry. The principal union is the New Zealand 
Meat Workers Union, the principal employers group is the 
New Zealand Freezing Companies Association. Throughout 
this thesis, some consistency of usage will be attempted, 
but it should be recognised that use of the term 'freezing 
worker' to describe workers in the industry disguises the 
great variety of work pe~formed. 
4 
by firms and organised collectively by unions. The State 
plays a part in licensing plant and inspecting the finished 
product, and also attempts more obtrusively to reconcile 
the interests of labour and capital. The end result of 
this complex matrix is the supply of New Zealand mutton, 
lamb and beef to the domestic market as well as the 
markets of Britain, Russia, Iran, and many other countries. 
The industry is therefore of prime importance 
both to national output and to New Zealand's exports. 
The gross value of output in 1972-73 represented 12% of GNP 
and was the largest of any manufacturing industry. Its 
exports in the June year 1973 constituted nearly 41% of the 
value of New Zealand produce exports (Turkington, 1976: 31). 
In the June year 1978, meat exports alone (i.e., excluding 
hi-products such as pelts, wool and casings) accounted for 
over $756 million. 
The origins of the industry as it exists today can 
be traced back to the 9th August 1834, when the first 
British·patent was granted for the manufacture of ice by 
th f . . 2 e process o alr compresslon. On the 7th May 1978 
the first entirely successful frozen meat shipment ever 
was made between Buenos Aires and Le Havre, and just under 
four years later the ship Dunedin left Port Chalmers with 
the first frozen meat cargo from New Zealand. 
The first freezing works was built in 1882 at 
Burnside just out of Dunedin where the present Burnside 
works owned by Waitaki New Zealand Refrig. now stand. 
2 
A more detailed history of the industry can be found in 
Cyril Loach, A History of the New Zealand Regrigerating 
Compan:x:, Christchurch, at the Caxton Press, 1970.· 
The first Union in the industry, however, was formed by a 
group of slaughtermen in Canterbury and in 1901 the first 
award was signed - an agreement between the Canterbury 
Frozen Meat Company and the Canterbury slaughtermen. 
Under the first award, the rates of pay were two pounds 
5 
for slaughtering 100 sheep and two shillings for a bullock. 
A competent slaughterman was .expected to do 65 sheep in 
8 hours but it is reported that one slaughterman at Belfast 
killed and dressed 238 sheep in 14 working hours, starting 
at 7 a.m. and finishing at midnight. Slaughtermen worked 
as solo butchers and killed, pelted and gutted each beast. 
By 1900, eighteen freezing works had been built 
and in 1912 the first attempt at forming a national Union 
of workers was made. The result was the New Zealand 
Freezing Worker and Allied Trades Federation, which included 
Canterbury, Manawatu, Southland, Westfield, Otago, 
Marlborough and South Canterbury district Unions. A number 
of other sheds decided, however, to stay outside the 
Federation. 
The first strike of any magnitude occurred in 
February 1907 when slaughtermen walked off the job over 
an hours of work issue. This strike brought to light the 
working conditions of the time. 
11 The complaints of the men revealed that the 
butchers, who in earlier·years were required 
to kill and dress the sheep, were now expected 
to remove the kidneys, collect gambrels and 
tags, fetch water in buckets to wash the 
carcases and to do a fair amount of cleaning 
up work at the end of the day. There was no 
place to change or dry their wet clothes, or 
to have meals, except in the draughty killing 
pens, while the only washing facilities were 
the same buckets of water used for carcase 
washing. The skinning of trotters entailed 
the dangerous 'corkscrew cut' which resulted 
in many injuries. First-aid facilties were 
almost primitive. Men often had to work 
with perhaps a grimy and blood stained 
rag to indicate the whereabouts of the most 
recent gash" (Leach, 1970: 75). 
6 
In 1909, slaughtermen at Gear Freezing Works became 
the first workers to refuse .to accept a decision of the 
Arbitration Court, and a strike resulted which spread to 
Canterbury. 
One of the most significant developments in the 
industry occurred in the early 1930's. In 1932 the Coates-
Forbes Coalition Government decided to reduce all wages in 
an effort to combat the effects of the depression. 
Freezing workers throughout the country went out on strike. 
At approximately the same time, many companies started 
introducing the chain system of killing. This system was 
despised by the solo butchers (Leach, 1970: 89), but with 
large numbers of men unemployed the employers had a large 
pool of labour to draw on; and with many solo butchers out 
on strike, resistance to this new system was quickly 
overcome. The Unions were left in a weak position after 
the 1932-33 strike, and the pattern of killing by use of 
the chain system eventually became firmly established and 
3 
remains in use to the present day. 
A National Federation of freezing workers was formed 
and a new award settled in 1938. In 1951 a number of union 
3 Leach suggests that introduction of the chain system of 
killing, known as 'the American plan', had been considered 
by employers in the late 1880's but that, at the time, 
they opted instead for the solo system (Leach, 1970: 
46-7). 
7 
brancheswerede-registered when f~eezing workers took action 
in support of the watersiders by refusing to load out to the 
waterfront unless the work was performed by members of the 
Watersiders' Union. 
The industry has a history of conflict; conflict 
between firms, between employers and unions, and within and 
between union branches. It seems now that if there is 
future conflict within the industry it is likely to revolve 
around the issue of automation. In an address to the 1979 
New Zealand Freezing Companies Association Industrial 
Seminar, ·the executive director of the NZFCA, Peter 
Blomfield, made the following observations: 
"It is essential that productivity in the meat 
industry be improved and this will involve 
reductions in manning in traditional areas, 
removal of other restrictions, and the 
extension of technological developments and 
automation. Already this is starting with 
automatic weighing and grading, automatic 
marshalling of carcases •.. and the current 
developments in mechanical dressing." 
Labour is faced with a basic dilemma - on the one hand 
the need to retain jobs and on the other the need to remain 
competitive. The union response to the threat of redundancy, 
which increased automation will pose, has been one of 
avoidance. Unions are not anxious to participate in a 
dialogue, the result of which may be their own demise. 
Already, however, this issue is presenting management and 
unions with a new agenda of problems (see John Draper, 
"Mechanisation Threat to Freezing Works Harmony", 
National Business Review, August 15, 1979). 
8 
2a. Employment 
In the year ended April 1977 the total mean 
full-time employment in the Meat Freezing Industry was 
25,832 (Department of Labour, 1977), a work-force made up 
predominantly by male workers who constitute 95.4% of the 
total labour force (Turkington, 1976: 31). When analysed 
on a month by month basis however, a considerable variation 
in employment levels is evident. Over the country as a 
whole, peak employment is reached in March with a total of 
33,268 and the trough in September when employment falls 
to 16,941 persons. This seasonal pattern of employment 
varies considerably between regions. It is relatively low 
in the Auckland region but considerably higher in Canterbury 
and the Otago/Southland district, reflecting differences in 
climactic conditions and farming patterns between the South 
and North Island. Northern works tend to have diversified 
production (i.e., both mutton and beef production), with a 
relatively greater emphasis on beef production. Turkington 
reports that the seasonal surge index for the North Island 
in 1971-72 was 39.2% and for the South Island 64.2% 
(Turkington, 1976: 34) . 4 
2b. Unemployment 
Not covered in standard overviews of the industry 
(e.g., Turkington, 1976), this factor must take on 
increasing significance. While Turkington suggests that 
one implication of seasonality has been the development of 
4 The surge index is the seasonal surge (the numerical 
·difference between peak and trough labour forces) 
expressed as a percentage of the peak labour force 
(Turkington, 1976: 34 notes 1 and 2). 
' 
9 
a sense of insecurity, more recently this sense of 
insecurity has been replaced by the reality of unemployment 
(Turkington, 1967: 68). 
In April 1978, 160 workers who stated their usual 
employment as 'freezing worker' were unemployed. In April 
1979 the figure had risen to 2032 representing a twelve fold 
plus increase in the space of one year. 5 In April 1979 an 
industry which employs in the region of 3% of the work force 
accounted for 13.4% of all unemployed (see the Monthly 
Abstract of Statistics, July 1979). 
3. Ownership of the Industry 
The industry is characterised by numerous ownershi~ 
links and a high degree of overseas involvement. In 1971-72 
the 38 meat freezing works and three export abattoirs were 
owned by 18 companies, four of which owned 21 of the plants 
(Turkington, 1976: 31). Four of the eighteen companies 
were overseas owned, and 11 works are operated by overseas 
interests. Aside from ownership of plant, overseas 
interests also have considerable investments in the area 
of marketing. While New Zealand companies own 73% of the 
works, they own only 25% of meat at the time of slaughter 
(Turkington, 1976: 32). 
4. ize of Industrial Unit 
Meat Freezing Works are typically large employment 
units, the predominant size of works is between 500 and 
1000 employees (see Table 1.1). 
5 
These figures are for male workers only. 
Table 1.1 Size breakdown of meat freezing works 
Mean Employment Range Number of Works 
200 employees 4 
200 - 499 employees 10 
500 - 999 employees 17 
1000 - 1499 employees 7 
1500 + employees 1 
39 
Source: Dept of Labour. The Meat Freezing 
Industry in 1977. 
Derived from Half Yearly Employment 
Information Survey. 
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In 1971-72, 65.9% of plants (27 out of 41) had labour 
forces of more than 500 workers (Turkington, 1976: 31) , 6 
indeed eight of the fourteen manufacturing plants in New 
Zealand employing over 1000 workers were meat freezing 
7 plants. 
5. Worker and Employer Organisations 
a. Freezing Workers' Unions 
There are four freezing workers' unions, the New 
Zealand Meat Processors', Packers', Preservers', Freezing 
Works and Related Trades Union, the Auckland Freezing Works 
and Abattoir Employees' Union, the Taranaki Freezing Works 
6 
7 
The discrepancy in totals between Dept of Labour 
statistics and Turkington's data are explained by the 
latters including export abattoirs in his analyses. 
The influence of the size effect is discussed by Ingham 
(1970: 15-25), in Size of Industrial Organisation and 
Worker Behaviour. See also Turkington (1976: 13-14) 
and Chapter Four of this thesis. 
1 1 
and Related Trades Employees Union, and the Tomoana 
Freezing Works Employees' Union. The last three of 
these comprise the North Island Freezing Workers Federation 
(Turkington, 1976: 370. 
The New Zealand Meat Workers' Union is of direct 
interest, for both the sheds in which interviews were 
carried out in the course of the present study are covered 
by this national body. 8 The structure of this union is 
outlined in Figure 1. The Union, which operates at a 
national, branch and shed level, has two full-time officials 
at the national level, five branches, and had 27 member 
freezing works or sheds as at December 1973 (Turkington, 
1976: 37). 
b. Employers Organisations 
Since July 1974 one association, the New Zealand 
Freezing Companies' Association Inc., has been responsible 
for handling all matters of employer interest. The NZFCA 
has a number of full-time officers involved in research 
and planning who also act as employers' assessors in award 
negotiations. In addition, representatives from member 
companies make up the executive of the NZFCA and of an 
industrial committee concerned primarily with industrial 
relations matters within the industry. 
8 
Branch officials and delegates, as well as national and 
local management from Waitaki New Zealand Refrig; were 
involved in the formulation of research problems and the 
execution of the research. 
STRUCI'URE OF THE N.Z. MEAT AND 
RELATED TRADES UNION 
ANNUAL CONFERENCE DELEGATES 
One delegate per every 1000 members, maximum <I delegates including 
member Nationo.l Council. 
NATIONAL MANA.GEMENT COMMITTEE 
(Council) 
I representative from ea-:h Branch and Executive Officers 
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EXECUTIVE OFFICERS ICE PRESIDENT ~ c-[ ASSISTANT GENERAL SECRETA 
National President,Gener;ol Secretary 
( NATJONALV 
I 
Journal N. Z. Meat Worker I I 
BRANCH MANAGEMENT COMMITTEE 
Representatives of Sub-branches and Related Trade• 
I 
I Branch Vice 1- BRANCH OFFICERS President President Sec/Treasurer 
Representatives of Related Trades 
RELATED TRADES COUNCIL Related Trades ~--
L-------------~----------~ 
[ Tanners J 
SUB BRANCHES 
(Workers Delegates) Board of Control 
I 
SUB BRANCH OFFICERS 
President, Secretary 
DELEGATES 
I MEMBERSHIP I 
Figure 1 
r-l Organhers I 
Related Tn:des 
Other Related 
Trades etc 
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6. The Pattern of Industrial 
a. Collective and Individual Indicators. 
Any analysis of the pattern of conflict, in either 
its collective or individual manifestations, is hampered 
by the nature of the data that state organisations can 
provide. In New Zealand the reporting of stoppages is not 
a legal obligation (Turkingt'on, 1976: 41) and the analyses 
of levels of conflict in the industry as a whole and 
variations in conflict between works must be studied with 
this factor in mind. 
If one uses the frequency of stoppages, the degree 
of worker involvement and the number of 'man-days' lost 
as the three indicators, then the meat freezing industry 
manifests a high level of conflict. The meat freezing 
industry consistently has had the largest number of 
stoppages of any New Zealand industry. In the decade 
ending 1973 it accounted for 24.4% of the total number of 
stoppages (Turkington, 196: 16}, while in the five months 
to 31 May 1979 the meat industry accounted for 41.8% of all 
stoppages. Similarly 'worker involvement' is high. In the 
decade ending 1973 the freezing industry accounted for 47.7% 
of all workers involved indicating, in Turkington's opinion, 
a high and possibly growing proportion of meat workers 
(engaging) in collective forms of conflict (Turkington, 
1976: 19). This would appear to be the case since, in the 
five months to 31 May 1979, the industry accounted for 59.7% 
of all workers involved in stoppages. Lastly, if one 
considers man-days lost in the same period the industry 
accounted for 43.5% of the total which, according to 
Turkington (1976: 23), represented a worker loss ratio 
higher than in any other sector: 
"The worker loss ratio for New Zealand as a 
whole, or man-days lost for wage and salary 
earner, is traditionally low. Over the years 
1947-70, the ratio averaged 0.20 and in the 
decade ending 1973, 0.16. In contrast, over 
the same decade the worker loss ratio 
averaged in meat freezing 2.58 ... " 
(Turkington, 1976: 23) 
Only when time lost per worker involved is assessed 
are figures from the meat industry overshadowed by other 
sectors. For the years 1964-71 the average number of 
calendar days lost per stoppage was 4.47 in meat freezing 
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compared, for example, to 7.03 in building and construction 
and 5.47 in industry generally (Turkington, 1976: 26). 
Individual levels of conflict (accident rates) are 
also much higher in the freezing industry, and many more 
days are lost through industrial accidents than through 
stoppages. Turkington presents data compiled up to 1970 
which indicates that over the period 1968-70 an average of 
10.67 calendar days per worker were lost annually due to 
accidents compared to 3.64 man days due to stoppages 
(1976: 27). More recent data show that the industrial 
group "Food, Beverages and Tobacco", which includes the 
.freezing industry, accounted for 11,427 co~pensated claims 
from the Accident Compensation Commission in 1977, that is, 
'd f' 9 h' accl ents extending beyond the lrst week of absence. T lS 
represents a rate of 166 claims per 1000 of labour force, 
9 Employers pay wages for lost time up to the end of the 
first week of absence. No statistics are kept on the 
frequency of these non-ACC compensated work accidents. 
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a rate in excess of any other industrial group. 10 
b. Intra-1ndustry patterns of conflict 
While the freezing industry as a whole manifests high 
levels of collective and individual conflict relative to 
other industries, there is considerable variation between 
different plants. Some plants have very few stoppages. 
In the years 1967-73 while the annual average number of 
stoppages within the industry was 2.09, individual 
establishment figures ranged from 0.29 to 10.14 (Turkington, 
1976: 42). Similarly, Turkington points out that while 
the number of workers engaged in stoppages is traditionally 
high for the meat industry as a whole (146.3%), this figure 
masks great diversity among workers. 
"Two plants, for example, had an annual 
average involvement of only 5%, which is 
a tiny fraction of the highest involvement 
of 481%" (1976: 42). 
More recent data show a similar pattern of variation 
between worker. 
"In terms of man hours lost per employee 
(worker loss ratio) the experience of works 
varies from less than 10 hours lost per 
employee (5 works) , to more than 200 man 
hours lost per employee ( 3 works) . 1' 
(Department of Labour, 1977: 14). 
An analysis of stoppages by region shows that the 
Otago/Southland region is decisively the most strike prone, 
followed by Auckland. Auckland, however, has the highest 
number of stoppages per works, and also the highest number 
10 Statistics are taken from a paper presented to the 
1979 NZFCA Industrial Seminar by Mr J.B. McKinney. 
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of workers involved by employee (Department of Labour, 1977: 
16) . 
Accident rates also reveal considerable diversity 
among works. Turkington shows that the annual frequency 
rate of accidents in the years 1964-1969 (the number of 
accidents per 100,000 man-hours worked) ranged from a 
low of 3 to a high of 23.3 with a median rate of 12.2 
(1976: 44). 
7. Causes of Conflict and Variables Influencing 
Intra Industry Differences in Levels of Conflict 
Union matters and working conditions are the 
principle issues involved in stoppages in the freezing 
industry, followed closely by basic wages and other 
associated payments (see Table 1.2). To anticipate the 
subsequent discussion, it is noticeable from Table 1.2 
that, in an industry in the public eye for its conflicts 
over wages, issues other than those related to wages 
account for most of the stoppages. There is a danger 
however, in reading too much into the data. What is not 
obvious from the table is the degree to which non 
wage-related issues, for example issues related to job 
conditions, we~e resolved through increased levels of 
payment, or for that matter, the degree to which wage 
related grievances became manifest in issues not directly 
concerned with payment. 
The present work is not directly concerned with 
the field of industrial relations, although obviously 
there are inferences that can be drawn from subsequent 
chapters by those involved in this field. 
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Table 1. 2 The Cause of Stoppages in the Meat Export Freezing Industry 
31 July 1975 - 31 July 1977. 
Number of % of 
Cause Stoppages Total 
1 Union Matters 
1 180 24.9 
2 Working Conditions 
i General 118 16.3 
ii Safety and Health 54 7.5 
iii Hours of Work 17 2.4 
3 Basic Wage and Associated Payments 
i General 81 11.2 
ii Specific Payments 63 8.7 
4 . 12 Manager.1a 
i General Supervisory Matters 20 2.7 
ii Recruitment and Promotion 24 3.3 
iii Work Allocation 45 6.2 
iv Dismissal 5 0.7 
5 Other 
i General 77 10.7 
ii Demarcation 1 0.1 
iii Breakdown in Negotiations 4 0.6 
iv Redundancy 9 1.2 
v Sympathy 25 3.5 
TOTALS 723 100.0 
Source: Department of Labour: The Meat Freezing Industry in 1977. 
1 
Includes victimisation, sympathy, demarcation issues. 
2 
Includes manning issues. 
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There has been a good deal of empirical research done in 
this area (see e.g., Turkington, 1973, 1976; Geare, 1972; 
Howells and Alexander, 1968; Walsh, 1975; Woods, 1968; 
Inkson, 1~79a). Turkington, after a review of research 
in this field and on the basis of his own analysis of 
mangement and union questionnaires, concluded that a number 
of factors appear important influences on at least one form 
of industrial conflict. 
"The following factors appear important ... 
the nature of the work and the workers; the 
nature of the production process and of the 
product, and the formation of work groups; 
the hygiene regulations and heat; the physical 
environment of plants; payment systems and 
earnings relativities; the size of works; the 
location of plants; overseas ownership of 
freezing companies" (Turkington, 1976: 135). 
In addition, Turkington listed as factors of •some• 
importance, the complexity and ambiguity of the award, 
personality differences and changes in personnel, inadequate 
communications, and the "quality 1' of foremen. Four of the 
more important factors have been subject to further 
evaluation in the light of more recent data. The Department 
of Labour report, The Meat Freezing Industry in 1977, 
examines the influence of plant size, domicile of ownership 
of works, permanence of employment, and the location of 
works. It is suggested that plant size does have an effect 
on stoppage rates, works employing less than 500 employees 
being considerably less strike prone than works employing 
more than 500 employees. While no clear relationship 
emerged from an analysis of stoppages by domicile of 
ownership for the two years ended 31 July 1977, the 
19 
Department point out that stoppages for domestically owned 
works are heavily biased by the experiences of four works. 
Similarly, no clear relationship emerged between seasonality 
of employment and levels of conflict. Urban works clearly 
had higher stoppage levels than rural works, although there 
was considerable variation in levels between urban works, 
and these works tended to be on average larger than rural 
works, suggesting the influence of the size factor. 
While works differ according to location, size, 
ownership and the pattern of seasonal employment, they 
share in common a similar technical organisation of work; 
they have all been subject to changes brought about through 
Hygiene Regulations and all utilise to some extent piece-
work and other payment by results schemes. These factors 
are also seen as important in the generation of conflict, 
particularly in explaining overall levels of conflict in 
the industry rather than intra-industry differences. 
While numerous factors are listed as important in 
the generation of conflict, no one clear cause is obvious. 
The higher the level of generality, the easier it is to 
make statements about cause and effect. It may be that 
ascertaining the relationships between the independent 
variables is of more importance than suggesting direct 
causal links between sets of isolated factors and conflict 
levels. The fact that different works sharing similar 
objective characteristics manifest markedly different levels 
of conflict suggests that a closer analysis of individual 
plants, of the make-up of the work force at these plants, 
and of managerial and union strategies might be of some 
utility. 
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The discussion above serves to outline the major 
characteristics of an industry which is of major importance 
to the New Zealand economy. It is an industry characterised 
by large plants, seasonal patterns of employment, overseas 
control of marketing and to a lesser extent ownership of 
plant, total union coverage, and high rates of individual 
and collective conflict. It is an industry which has 
already undergone a number of important changes and is 
likely to undergo further change with tne advent of 
automated processing. 
Popular Conceptions: The highly paid worker 
The majority of the public are probably aware of the 
importance of the meat freezing industry to the New Zealand 
economy. It would also be fair to suggest that most have 
well formed opinions on the causes of industrial conflict. 
The lay person is likely to refer only tangentially to 
quantitative data of the sort discussed above. Values are 
qualitative by definition, and people, not structural 
factors, are deemed causally significant. Conflict may be 
seen as the result of agitation and greed; the freezing 
worker as a highly paid worker whose primary interest lies 
in increasing the size of his pay packet. 
The attitudes of the public may be shaped by the news 
11 
media which supplies 'recipe knowledge• to the lay person. 
11 The term 'recipe knowledge' is used to describe that 
level of knowledge which the public utilizes in making 
sense of substantive problems. Wilkes uses the concept 
in an analysis of the appeal of election advertising 
in New Zealand (Wilkes, 1976). 
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cordery suggests that the overriding impression that one 
might gain from the media is that industrial relations is 
largely about one side, workers and unions, trying to get 
more money, and another side, employers and government 
trying to stop them (Cordery, 1978). In a content analysis 
of industrial relations coverage by the news media, Cordery 
concluded that, 
"the vast majority of industrial relations news 
is directed as instances of overt conflict in 
this area, and at the activities of organised 
labour, particularly in what is seen as their 
causative relation to such bad industrial 
relations" (Cordery, 1978: 100}. 
The focus is predominantly on wages, and, with the increasing 
intervention of the State, on State bodies operating in the 
area of wage determination. The overall media emphasis 
results in undue attention to conflict in industrial 
relations, to the causes of conflict, and to the role of 
unions in conflict relations. To quote Cordery: 
"While it is the case that, in times of high 
inflation the protection of wage levels is 
one of organised labour's greatest priorities, 
it is fair to state that it is not its sole 
area of activity. The media, by focusing so 
heavily on activities in this area, risk 
suggesting that such groups are motivated by 
monetary considerations alone, giving rise 
to the impression of greed" (Cordery, 1978: 87). 
The freezing industry in particular is subject to 
close media attention. A journalist, while interviewing 
the writer, made the comment that 'anything to do with the 
freezing works is big news'. It follows that, if the media 
are primarily interested in industrial conflict, then that 
industry which manifests the highest levels of conflict 
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will come under close scrutiny. It will be recalled that 
in discussing data on industrial stoppages a number of 
indicators were used, and while the freezing industry 
recorded the highest number of strikes, the length of 
stoppage tended to be lower. Each stoppage, however, is 
likely to be a media event in its own right, and this will 
result in an emphasis on the industry. It is also fair to 
suggest, following on from Cordery's comment above, that as 
well as focusing on wages and wage related issues the role 
of unions will also be emphasised. 
Newspaper cartoons (see Plates 1 and 2) may also 
serve to reflect, and possibly to amplify, existing public 
attitudes toward the freezing industry and the freezing 
worker. Two separate incidents in 1978 gave Eric Heath and 
Sid Scales the opportunity to comment on levels of financial 
reward within the freezing industry. The Heath cartoon 
relates to the Government's decision to subsidize an 
increase in freezing workers' award levels through 'tax-
payers money'. The result is a portrayal of the freezing 
worker as a gross, blood bespattered 'fleecer' of the 
taxpayer. 
At the Federation of Labour annual conference in 1978 
a delegate made reference to the existence of a 'labour 
aristocracy'. Representatives of this supposed aristocracy, 
one a freezing worker, appear in Sid Scale's work looking 
disdainfully down from a marbled balcony on to a group of 
suitably outraged employers. Humour of this type differs 
from media emphasis of a more general kind in that causes 
are personalised and value judgements are explicitly made. 
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Plate 1: Eric Heath, The Timaru Herald, 27 March 1978. 
H 1fiERE " EMEK~II(~ II WEU. ·fHJ'lJ IJiliiTOC/MCY 
(fF WO{(KER!i WHO l~e1lfe Ptlvllr'OF71iE 
; 
.! 
. 
UNPEK fRIV/lE¢1l', , • , tlttegatuttfte f:O.l.OM-/(nm:~. 
" If they haven't got bread-let them e<!lt cake! " 
------------ -----------------
Plate 2: Sid Scales, The Otago Daily Times, 5 May 1978. 
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when presented concurrently with coverage of disputes 
the effect can only be to create, or sustain already 
existing, public stereotypes. 
These popular conceptions of the freezing worker are 
characterised by one overriding feature, namely the emphasis 
on money as a key motivator. This factor is also at the 
core of a typology used in more quantitative analyses of 
the orientations to work among men in the freezing industry. 
Sociological Perspectives: The Instrumental Worker 
Kerr Inkson, in an interview study of 133 freezing 
workers from two freezing works in the Otago/Southland 
district, found that freezing workers were highly 
instrumental in their orientations to work (Inkson, 1977: 
10). They saw their attachment to the job as being purely 
economic, their involvement in union activities was of a 
type consistent with their instrumental orientation, and 
their attitude toward their firms was of a calculative kind 
(Inkson, 1977: 10) . In a later, more comprehensive 
account, Inkson suggests that compared to other New Zealand 
manual workers freezing workers' orientations are character-
ised by 'pure instrumentalism' (Inkson, 1979: 185). 12 
Inkson utilises an ideal typology developed by 
Goldthorpe et al. in a study of workers at Luton, an 
industrial town 30 miles from London. Goldthorpe and his 
12 More detailed consideration of Inkson's findings, and of 
his reservations about the utility of the instrumental 
type and the action approach generally, follows in 
subsequent chapters. See especially Chapter 3. 
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colleagues, on the basis of the Luton findings, suggested 
that an 11 action" approach in industrial sociology, an 
approach which focuses on the attitudes of behaviours of 
individual workers, on their "orientations" to work, was 
of more utility than approaches which sought to explain 
behaviour by reference to the technical structure or social 
dynamics of industrial organisations. 
The development of tJ:iis "action 11 approach, and the 
implications of such an approach for the wider body of 
theory and empirical research in industrial sociology, 
are discussed in Chapter Two. Subsequent chapters present 
data from the present research which is analysed by 
reference to an expanded idea type of the instrumental 
orientation. A set of research expectations generated on 
the basis of this ideal type are outlined at the close of 
this present chapter. 
The instrumental ideal type is developed by Goldthorpe 
et aZ. in the first of three monographs published as a result 
of the Luton study; The Affluent Worker: Industrial 
Attitudes and Behaviour. 
"(i) The primary meaning of work is as a means 
to an end, or ends, external to the work 
situation; that is, work is regarded as a means 
of acquiring the income necessary to support a 
valued way of life of which work itself is not 
an integral part. Work is therefore experienced 
as mere 'labour' in the sense of an expenditure 
of effort which is made for extrinsic rather 
than for intrinsic rewards. Workers act as 
'economic men', seeking to minimise effort and 
maximise economic returns; but the latter 
concern is the dominant one. 
(ii) Consistently with this, workers' involve-
ment in the organisation which employs them is 
primarily a calculative one; it will be maintain-
ed for so long as the economic return for effort 
is seen as th~ best available, but for no other 
reason. Thus, involvement is of low intensity, 
and in terms of affect is neutral or 'mild' 
rather than being either highly positive or 
negative. 
(iii) Since work is defined essentially as a 
mandatory and instrumental activity, rather 
than as an activity valued for itself, the 
ego-involvement of workers in their jobs -
in either the narrower or wider sense of the 
term - is weak. Their jobs do not form part 
of their central life interests; work is not 
for them a source of emotionally significant 
experiences or social relationships; it is 
not a source of self-realisation. 
(iv) Consequently, wdrkers' lives are 
sharply dichotomised between work and non-work. 
work experiences and relationships are not 
likely to be carried over into 'out-plant' 
life, and workers are unlikely to participate 
in 'social' activities associated with work -
e.g. in works clubs and societies or in other 
than what are seen as economically urgent or 
essential trade union activities." 
(Goldthorpe et aZ.., 1968: 38-39) 
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In two later works the nature of the Luton workers' 
political attitudes were examined (Goldthorpe et aZ.., 1968a) 
and also their aspirations and social perspectives 
(Goldthorpe et aZ.., 1969). The authors suggested that the 
instrumentalism of orientations to work could also be 
detected in the political attitudes of their respondents 
and in the distinctive nature of their class imagery. 
Goldthorpe et al. also asserted that the source of this 
instrumental orientation lay in the privatised, family 
centred life style of their respondents, a product of high 
geographical, and downward social,mobility (Goldthorpe et al., 
1968: 154-155). 
As the utility of this 'type' in analyses of freezing 
workers' orientations had already been demonstrated by 
Inkson, it served as the basis for a set of research 
expectations which were translated into operational 
definitions in the form of a schedule of questions (see 
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Appendix B) • After a pre-tE .. t of this research instrument, 
178 men were interviewed at two freezing works, the Imlay 
works in. Wanganui and the Islington works in Christchurch. 
Research Context 
Both the Imlay and Islington works are owned by 
Waitaki New Zealand Refrig. ~td, a New Zealand company 
which owns nine freezing works. Waitaki New Zealand 
Refrigerating Ltd was the result of a merger in 1975 between 
Waitaki Industries and The New Zealand Refrigerating Company, 
after the latter had been threatened by a takeover bid from 
the Southland Frozen Meat and Produce Export Company Limited. 
This merger was the largest in the history of the N.Z. meat 
industry. The present company as well as owning and 
operating nine freezing works has interests in a number of 
subsidiary companies, including Tekau Knitwear Ltd, the 
Town House Group, and a Tannery in Oamaru. It owns Meat 
Packers Ltd, which is one of the leading N.Z. companies in 
domestic meat retailing, operates a London subsidiary, 
Waitaki NZR (London) Ltd, has interests in marketing in 
the U.K. through its ownership of 50% of Towers and Co. 
(N.Z.) Ltd, and also has a controlling interest in a large 
Australian Meat Company, F.J. Walker Ltd. In the year to 
October 1979 the Company made a net profit of $11.9 million. 
The Imlay and Islington works were owned by the 
New Zealand Refrigerating Company prior to the merger in 
1975. The Islington works is the older of the two, 
situated in the south-west of Christchurch. The works and 
the district in which it is located take their name from 
'Merrie Islington' in London which contained in the 
1880's 'the great Metropolitan Cattle Market' and the 
famous Agricultural Hall (Loach, 1970: 102). Freezing 
commenced at Islington in July 1889. The Imlay works 
is named after Peter Imlay, a Scotsman who came to 
Taranaki in the late 1840's but who later settled on the 
Belgownie estate out of which the town of Gonville, now 
a suburb of Wanganui, was formed later. As early as 1891 
the Wanganui Meat Freezing Company was exporting frozen 
meat, but in 1915 the directors of the Christchurch Meat 
Company decided to set up a works in the North Island 
and decided on Wanganui as a site. Killing commenced in 
December 1916. The works were built on the banks of the 
Wanganui River at Gonville, halfway between Wanganui and 
Castlecliff. In February 1926 the Wanganui Meat Company 
sold out, but up until four years ago when fire 
destroyed the plant, Meat Packers (N.Z.) Ltd operated 
a boning and packaging works on the site of the original 
Wanganui Meat Freezing Company at Castlecliff. 
Both Imlay and Islington works continue to 
process mutton, lamb and beef. The two works are of 
similar size, although the Imlay works has a greater 
capacity for beef production than does its Christchurch 
counterpart., Both works are involved in seasonal 
processing, although as a rule the mutton season tends 
to finish earlier in the North Island (see Table 1.3). 
There are, however, marked differences between the two 
works, Islington being subject to higher levels of 
collective and individual conflict than Imlay. 
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Table 1.3 Variations in employment levels at Imlay 
and Islington Freezing Works in 1977. 
Peak 1 Trough 2 
Imlay Members of 3 Various Unions 793 385 
Staff· 81 81 
MAF 
'4 personnel 38 38 
Total 912 504 
Islington Members of 
Various Unions 820 343 
Staff 86 86 
MAF personnel 38 38 
Total 934 467 
1 14 January 1977. 
2 16 September 1977. 
3 Includes Meat Workers Union and Tradesmens' Unions 
4 Ministry of Agriculture and Fisheries personnel. 
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In the 1977/78 export season (during which interviews were 
conducted), while the Imlay works was involved in disputes 
at the national level only, the Islington works lost time 
through nine work based stoppages as well. Firemen and 
Greasers, Slaughtermen, workers in the Pelt Department, 
Clerical workers, workers in the Freezers, Boning Room staff 
and Yard labourers all lost time from disputes generated at 
the works level. The longest of these stoppages was a three 
day stoppage by Firemen and Greasers as a protest against 
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non-union labour manning boilers. The shortest was a 
two hour stoppage by slaughtermen over electrical shocks 
from stunners in the sticking pens (see Table 1.4 on 
Islington disputes) • 
Table 1.4 
Date 
30.9.77 
7.10.77 
17.10.77 
18.10.77 
26.10.77 
31.10. 77 
23.12. 77 
30.1. 78 
7.2.78 
17.2.78 
2.3.78 
7.3.78 
9.3.78 
31.3. 78 
24.4.78 
19.8.78 
23.8.78 
Industrial stoppages 1977/78 Export Season - Islington Works 
Department or Section 
Tradesmen 
Outside Contractors 
withdrawn 
Freezing Workers 
" 
II 
Cause 
Pay claim. 
.. 
Strike in sympathy. 
Stock offered but refused. All 
freezing workers suspended. 
Tradesmen returned To allow pay negotiations to 
continue. Overtime ban retained. 
Freezing Workers returned Export season commenced. 
Firemen and Greasers Protest stoppage 3 days because 
staff manned boilers early Oct. 
Slaughtermen Loss 2 hours electrical shock 
stunner. 
Slaughtermen 
Slaughtermen 
Pelt department 
Freezing Workers 
Freezing Workers 
Clerical staff 
Boning room 
Yard Labourers 
Freezers 
Further loss 2 hours electrical 
shock (static electricity build-
up from stunners). 
Loss 2 hours, drought in 
sticking pens. 
Protest of one day at negative 
answer by Company. 
One day stoppage breakdown 
Award negotiations. 
One day rolling stoppage 
breakdown Award negotiations. 
Loss 5 hours protest non Union 
labour weight box. No production 
loss. 
One day protest Contract 
negotiations. 
Loss 4 hours protest no steam 
in drying room. 
Loss 3 hours protest at ammonia 
alarm not operating. 
Source: Waitaki N.Z. Refrigeration's Head Office. 
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By comparison, data supplied by the Company Head Office 
show that over the same period there were no stoppages at 
Imlay over works-based issues. 13 
Similarly, the two works manifest markedly different 
accident rates. In the 1977/78 export season while 
Islington reported 260 lost time accidents, Imlay had 132 
over the same period. 14 While a more detailed breakdown 
was not available from Imlay, a breakdown by types of 
accident from Islington is presented in Table 1.5. 
13 
14 
Table 1.5 Accident Compensation Report Loss Time Accidents 
1977/78 Export killing season - 12 month period 
Waitaki NZ Refrigerating Limited, Islington. 
cuts and lacerations 
Infections including bone scratches 
Burns or scalds 
Foreign body excluding the eye 
Foreign body in eye and eye injuries 
Sprains and strains 
Crushing and bruising 
Fractures 
Others 
Total 
Source: Waitaki N.Z. Refrigeration Head Office. 
111 
25 
10 
1 
4 
65 
36 
6 
2 
260 
Discussions with management and union officials suggest 
that while this pattern tends to fluctuate slightly, 
over the last 5 years conflict levels have followed a 
similar trend. 
That ACC reports on accidents tend to underemphasize the 
time level of danger associated with working in this 
industry is evidenced by the fact that while Imlay had 
132 lost time accidents, i.e. accidents involving time 
lost longer than one week, 2742 accidents in total were 
reported to Head Office from this works. 
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Differences between works are acknowledged by union 
officials also. An official in Wanganui commented that, 
'We don't have problems in comparison to a number of other 
'Waitaki' sheds - they appear to have a lot more problems 
elsewhere'. He put this down to the union having: 
"direct access to a decision-making management. 
Whereas in a lot of sheds they have to go 
through personnel o~ficers, industrial officers, 
plant managers and finally general managers, 
here we have direct access to management and 
can get decisions made in a very short period 
of time. 11 
The union philosophy he said, 
"is endeavouring to get satisfaction to claims 
or disputes witho~t resorting to direct action 
We never take blokes off the job if there 
is a chance of negotiating. We'll go right to 
the limit in endeavouring to do that. 11 
The official went on to say, 
"Our freezing works here would be no different 
from any'other in the country- we have the 
same troubles, the same problems, everything 
happens the same way here as it does everywhere 
else but we set out to fix them before they 
have a chance to escalate. 11 
The Imlay works has been affiliated to the NZMWU since 1973 
and in that time there hasn't been a dispute which 
necessitated bringing national officials of the union on 
to the plant - a fact which the Imlay officials were proud 
of. They were also conscious of the fact that the Imlay 
work force was increasingly stable. The Secretary of the 
union noted that in 1972 he'd written out 921 union tickets. 
In the 1976/77 season he'd written out 712. Unfortunately, 
figures on labour turnover from the Islingt9n works are not 
available. 
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That the different research contexts differ markedly 
is obvious. Individual and collective indices of conflict 
are higher at Islington than at Imlay. The choice of 
research context was guided by these factors, and the 
fact that while one plant (Islington) was in an urban 
environment, the other (Imlay) can be considered a rural 
15 
works. At Imlay 100 men were interviewed and at Islington 
78. Guided by the factors discussed earlier, a set of 
research hypotheses focusing on four distinct areas informed 
the design of the research instrument and will serve to 
integrate the discussion of research findings in chapters 
three to six. 
Instrumentalism: Patterns of influence and empirical 
reference 
1. The world of work 
(a) The Job 
It is hypothesised that there will be low levels of 
ego-involvement in work, and that work will be valued 
primarily as a means to an end. Rewards of an extrinisic 
nature will be given primacy over intrinsic rewards. 
(b) Supervision 
In assessing supervision and supervisory style, the 
worker will place emphasis on the degree to which he is 
15 The Department of Labour classifies urban works as 
those that draw most of their labour from cities 
or conurbations of over 50,00Q. According to the 
1976 Census, the population of the Wanganui Urban 
Area is 39,679. 
left alone to get on with the job. As emotional 
gratification in work is not a goal, autonomy will be 
most sought after. 
(c) The Firm 
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No conflict of interest will be seen between the 
worker and the firm, providing that the contractual elements 
of the cash nexus that ties worker to firm are observed. 
(d) The Union 
The union will be assessed in terms of its effective-
ness in securing increased financial rewards through 
collective bargaining. The role of union is strictly 
confined to job related issues, specifically money matters, 
and is not seen as the industrial arm of any wider 'labour 
movement'. Only union policies that serve to maximise 
financial rewards for the worker will be encouraged. 
(e) The Work Group 
The work group will not be seen as a source of 
significant emotional support. Work based friendships will 
not be carried over into the world of leisure and the 
community. A clear division between work and non-work is 
maintained. 
2. Politics 
Voting behaviour will be characterised by a secular 
attachment to the party that best realises the economic 
objectives of the worker. Support for political parties 
will not be voiced in terms of the collective aims of the 
working class but, in line with the family centred nature 
of workers' orientations, in terms of the rewards that 
might accrue to the worker and his family. 
3. Sociability 
Life outside of the plant will be characterised 
by_privatised, family centred leisure patterns. As with 
1(e) above, the pattern of leisure will be further 
evidenced in a sharp dichotomy between work and non-work. 
4. Class Imagery 
A pecuniary or money model of the class structure 
will predominate, in which hierarchical gradations are 
the result of the amount of money people have. A 
traditional, power or dichotomous image of the class 
structure is not likely to be held. 
The industrial attitudes and behaviour of the 
men in the two samples are discussed in Chapter 3. 
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Chapter 4 focuses on political attitudes and behaviour, 
Chapter 5 on the pattern of sociability, on the relationship 
between work and community; and Chapter 6 on the nature of 
the images of the class structure held by the workers at 
Islington and Imlay. The relationship between the theme 
of instrumentalism and a set of research hypotheses is 
outlined in Figure 2. The development of the action 
approach in Industrial Sociology, and the implications 
of this development for the wider body of theory and 
empirical research, are discussed in the following chapter. 
Focal Area 
1 The World of Work (Chapter 3} 
(a) The job 
(b) Supervision 
(c) The Firm 
(d) The Union 
(e) The Work group 
2 Politics (Chapter 4) 
3 Sociability (Chapter 5) 
4 Class Imagery (Chapter 6) 
Research hypotheses 
Low ego involvement 
work valued as a means to an end 
Primacy of extrinsic rewards 
Not valued for its social rewards 
Capacity for autonomy valued 
Unitary image of worker/management 
relations 
Positive evaluation on the basis 
of a satisfactory money-for-effort 
bargain 
Effectiveness assessed by economic 
criteria 
Policies seen as work based only 
Not a source of emotional support 
No out of work contact between 
workers 
Voting not class based 
Secular support for parties based 
on the economic interests of the 
family 
Leisure patterns privatised 
or family centred 
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Work/non-work dichotomy maintained 
Money model adopted 
Absence of power or prestige models 
of class structure 
Figure 2. Instrumentalism: A summary of focal areas and hypothetical 
corollaries. 
CHAPTER TWO 
TOWARDS AN ACTION ANALYSIS OF 
In the introduction it was s1.i'ggested that, on the 
basis of research findings to date, particularly those of 
Inkson, the characteristic orientation held by men in the 
industry was an instrumental one. Inkson's work utilises 
an action frame of analysis, the distinctive feature of 
which is its emphasis on the attitudes and perceptions of 
those who work, and the meaning that work holds for them. 
More specifically Inkson adopts the postulates of an 
action approach developed by Goldthorpe et al., itself 
the unintended consequence of a set of 'deviant' results 
obtained from a sample of British car assembly workers 
in the mid 1960s (Goldthorpe, 1966). 
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It is with the development o£ the action perspective 
that this chapter is primarily concerned. In the researches 
of Goldthorpe et al. the adoption of the perspective is 
a function of theoretical and empirical anomaly in two 
developed schools o£ industrial sociology. Yet in reviewing 
the development of industrial sociology it becomes obvious 
that a concern with individual attitudes and behaviours 
generally, and an acknowledgement of economic motivations 
within work specifically, have been recurring themes. 
The following review starts with an examination 
of F.W. Taylor and the school of 'scientific management' 
and then relates that school to a renewed emphasis by 
Marxists on the nature of the labour process. The impact 
of the 'human relations' movement generally and of the 
Hawthorne studies in particular are then assessed, following 
which the discussion moves to a consideration of the 
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'technological implications' school with particular 
reference to the work of Woodward and Blauner. The action 
frame of reference is then introduced with the emphasis 
being on the development of this perspective in Goldthorpe 
et al. 's Luton study. This development was a reaction to 
what were seen as the psychological assumptions of 'human 
relations' theory and the fun9tionalist assumptions of the 
technological implications school. In conclusion, the 
,. 
Goldthorpe et al. formulation is critically as~essed and 
developmentsinindividual sociology, making use of the 
action perspective, are introduced, specifically those of 
Silverman and Fox. 
In the course of this review the forms will be on 
individual behaviour, specifically the nature and 
prevalence of the instrumental orientation. However, such 
a form should not obscure the evolutionary nature of theory 
and research in this field, an evolution characterised by a 
dialectical form of development in which the ideas at any 
one time represent a synthesis, or an attempted synthesis, 
of what has been before. In turning to a consideration of 
F.W. Taylor and scientific management, the nature of this 
evolution will become apparent. 
Taylor and Scientific Management: Dissecting the Worker 
The work of Fre.deric Winslow Taylor ha,s been brought 
back into focus by Marxist opponents of the principles of 
'scientific management'. This reaction has been agains~ the 
theory of the 'post-industrial' society. These opponents 
(e.g. Braverman, 1974; Edwards, 1979) have pointed out that 
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the organisation of the labour process according to the 
principles of scientific management is inimicable to the 
development of a post-industrial society in which work is 
intrinsically satisfying and in which work conditions are 
of a high standard and involve a primarily 'service' focus 
of interpersonal contact. The Marxist.based opposition 
emphasises that the nature o_f the labour process is 
deterrr~ned by the logic of capital accumulation with 
conflict inhe.rent' in patterns of resistance and the 
problem of control. These issues are exactly the ones with 
\vhich 'l'aylor was concerned. 
How could labour be made to be more productive 
and how could control of the processes of production 
be pystematised and made subject to certain 'scientific 
principles of management'? The work of Taylor centred 
on the development of a managerial theory which, it is 
now being argued, made manifest a logic inherent in the 
Capitalist mode of production, one which had been 
isolated by Marx long before Taylor proposed his plan. 
"By increase in the productiveness of labour, 
we mean generally an alteration in ·the labour 
process, of such a kind as to shorten the 
labour time socially necessary for the 
production of a commodity, and to endow a 
given quantity of labour with the power of 
producing a greater quantity of use value ••• 
The technical and social conditions of 
the process, and consequen~ly the very mode 
of production must be revolutionised, before 
the productiveness of labour can be increased. 
By that means alone can the value of labour 
power be made to sink, and the portion of the 
working day necessary for the reproduction.of 
the value be shortened" (Marx, 1970: 315). 
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Taylor would have accepted this analysis but not in 
the 'zero-sum' sense that Marx envisaged; for Taylor there 
was no conflict of interest. The size of the pie could, 
with the adoption of his system, increase, and both workers 
and employers stood to gain from such a situation. The value 
of work for the worker lay in the extrinsic satisfactions 
or rewards that mightbe deriyed from employment. Taylor 
saw that the only way in which his system would work would 
.. 
be by an appeal to the materialism of the workforce. In 
approaching the reorganisation of work in this way Taylor 
adopted a picture of the worker as rational, and 
instrumental in the extreme. 
"{Taylor) adop-ted virtually undiluted the 
postulates of individual rationalism, hedonism 
and atomism of Victorian economics. The worker 
was overwhelmingly instrumental in his approach 
to vmrk. Social rewards in work, as opposed to 
social safeguards, were of no :.cco:.mt besicc: 
the wages packet. The social safeguards -
group restriction of output, and trade unions -
had come into being to further economic 
objectives. Once scientific management could 
meet these objectives the social bands would 
dissolve" (Rose, 1978: 39-40). 
How could scientific management meet the objectives 
it set itself? Two different agendas had to be met. On 
the one hand work had to be designed such that the tendency 
of men to engage in 'soldiering' could be counteracted. On 
the other, management had to be in possession of that 
information which would enable them to make the necessary 
changes in the labour process. 
In a detailed review of Taylorism, Braverman suggests 
that the 'Taylor plan' is characterised by three principles 
of scientific management. The first principle is the 
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dislocation of the labour process from the skills of the 
workers. In order to eliminate •soldiering•, the "labour 
. process is to be rendered independent of craft, tradition, 
and the workers knowledge. Henceforth it is to depend not 
at all upon the abilities of workers but entirely upon the 
practices of management" (Braverman, 1974: 113). 
The second principle· is seen as the separation of 
conception from execution (1974: 114). 
"In order to ensure management control and to 
cheapen the worker, conception and execution 
must be rendered separate spheres of work and 
for this purpose the study of work processes 
must be reserved to management and kept from 
the workers, to whom its results are communic-
ated only in the form of simplified job tasks 
governed by simplified instructions which it 
is thenceforth their duty to follow unthinkingly 
and without comprehension of the underlying 
technical reasoning or data" (1974: 118). 
'l'he third principle is seen by Braverman as perhaps 
the most prominent single element in scientific management, 
this is th8 task idea and follows directly from the two 
principles above. ''A task specifies not only what is to 
be done but how it is to be oone and the exact time for 
doing it" (1974: 118). 
Organisationally there are three sets of implications 
arising out of the 1 Taylor plan• (see Rose, 1978: 34-36). 
A system of functional foremanship means that there is a 
radical division of labour at the level of first line 
supervision, and in order that the comprehensive changes may 
be co-ordinated a "thinking department" is cr~ated, in which 
those whose job it is to do the thinking amass the hardware 
for their scientific work experiments. 
"Thus all the planning, which under the old 
system was done by the workman, as a result of 
his personal experience, must of necessity 
under the new system be done by management in 
accordance with the laws of science ..• It is 
also clear that in most. cases one type of man 
is needed to plan ahead and an entirely 
different type to execute the work." 
(Taylor, 1947: 38). 
Work tasks are designed and measured in such a way 
that work is done according to the 'quickest and best 
method'. In this way differential piece rates can be 
• 
introduced to induce higher production. Workers are paid 
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a 'fair day's pay' for a 'fair day's work' and every task, 
given appropriate methods for the selection and motivation 
of workers, is performed by a first class man for that type 
of work. A 'fair day's pay' is related to output - a 
differential piece rate system means that workers can earn 
an increment of between 30 and 100 per cent on their base 
line pay (and can suffer loss of earnings should they fall 
below a certain level) (Taylor, .1947: 39). 
Thus, the rewards accruing to the employer and the 
rewards accruing to the worker are both increased in the 
Taylor system. However a 'fair day's pay' is not open to 
negotiation. Taylor asserts a managerial right to operate 
an arbitrary and unilateral wages policy. As Table 2.1 
from Shop Management shows, while workers can expect to earn 
60 per cent more under the Taylor plan, this is on the basis 
of a 350 per cent increase in production pe~ man, and results 
in a net saving of wages overall. 
In summary then Taylorism·is a manage~ial plan with 
increased productivity as the end point. Faced with a legacy 
from a craft tradition, in which workers themselves have a 
TABLE 2. ·1. RELATIVE COST OF YARD LABOUR UNDER 
T/)SK PI~CE ~·JOP.K AND OL:_D SJYLE Dl\Y HORK 
Number of tons {2,240 lbs. per ton) handled 
on piece work during the year ending April 
30, 1901 ................................. . 
Total cost of handling 924,040 fJo tons in-
cluding the piece work wages paid the men, 
and in addition all. incidental day labour 
, ·used .....•..•.•.•.........•.•........... 
Former cost of handling the same number of 
tons of similar materials on day work .• 
Net saving in handling 924,040 1
1i0 tons of 
materials, ·effected in one yea~ ~hrough 
substitut·i ng piece work for day work ..•. 
Average cost of ~andling a ton {2,240 lbs) 
on piece and day work .................•.. 
Average earnings per day, per man .•........ 
Average number of tons handled per day 
per rna n ••...•.•••.....•..•.•.....•..• 
From F.W. Taylor Shop Management P. 54 
Piece ~vork 
13 924,o4o 100 
$30,797.78 
$36,417.69 
$0.033 
$1.88 
- .· 57 
43 
Day Work 
$67,215.47 
$0.072 
$1.15 
16 
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monopoly on that special knowledge which allows them to 
control the pace of production, managers need to increase 
the productivity of their workers' labour. Incentive 
schemes alone will not work because managers don't realise 
the potential of the labour at their command. Besides, 
workers are, on the one hand, prone to laziness, and on the 
other, well aware that in meeting. the production require-
ments of management they are in danger of having incentive 
payment levels cut•, or losing their jobs altogether. The 
management response must be to study work very closely, to 
· ascertain the quickest and best way of doing a job and 
having done so to communicate the nature of this task 
directly to the workmen. If he meets his mark the workman 
is rewarded according to a differential piece rate system . 
.f'.iore work is done, profits and wages rise accordingly. 
':i'he worker no longer has any need to restric·t output, to 
'soldier' or to be a member of a trade union - the only 
desires he has in work are those pertaining to extrinsic 
satisfactions and these are met by the new industrial 
order - an order in which there is no conflict of interest. 
Taylor's 'scientific management 1 present.s management 
with a theory of management, an answer to the problem of 
control, and a step-by-step programme through which the 
potential of the theory is realised in the design of work 
tasks. To what degree has this potential been realised? 
Braverman suggests that the essentials of Taylorism 
are now embodied in the structure of work itself: 
"If Taylorism does not exist as a separate 
school today, that is because, apart from the 
~ad odour of the name, it is no longer that 
property of a faction, since its fundamental 
teachings hm;re beco:ne the bedrock of all work 
design 11 (Braverman, 1974: 87). 
This sentiment is echoed by Rose when he suggests 
that the effect of Taylorism may lie in its determination 
of working class perceptions of, and attitudes toward 1 
work: 
·" To an extent which it is difficult to 
assess, experience of the type of management 
devices which Taylorism promoted - in particular 
work measurement and job fragmentation -
decisively modified the 'sub-culture' of the 
working class" (Rose, 1978: 32). 1 
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By designing work around a view of the \vorker as economically 
motivated, the Taylor plan generated both the technical 
environment and the managerial strategy that might encourage 
such \'lOrking class attitudes. However, the view that 
Taylorism, once espoused, .., .. ·as immediately adopLeO. by 
management, who in turn faced little opposition in putting 
it into practice, is unwarranted. Edt,·mrds suggests that 
Taylorism failed to a large degree because workers simply 
fought it to a standstill, that " •.. labour had learned to 
be on the look-out for the appearance of the 'time and 
motion 1 man on the factory floor" (Edwards, 1979: 10 4) • 
Besides engendering the resistance of workers to changes 
in the workplace 1 the organisational implications of the 
Taylor plan were such that employers themselves were made 
1 See also the analysis of the impact of Taylorism by 
David Stark,"Class Struggle and the Transformation 
of the Labor Process: A Relational Approach·", 
History and Theory 1979 (fort.hcoming) , and the 
Michael Burawoy, "Toward a Narxist Theory of the Labour 
Process: Braverman and Beyond", Politics and Society, 
Vol._8, (4) 1979. 
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less than enthusiastic. The system was complicated and 
the employers were impatient with it. Also, in introducing 
the plan employers stood to lose some of their control to 
the industrial engineers in the 'thinking departments'. 
What was being suggested in essence was that what control 
management did have should be diffused and passed on to 
others - a suggestion that met with some resistance. 
There is some disagreement as to the real influence 
of Taylorism. However, even those who stress that the 
importance of Taylorism lies more in its utility as a 
management theory than in its practical implications 
acknowledge elements of Taylorism that survive in the modern 
organisation of production (e.g., Edwards, 1979: 101). 
In its attempt to gain control over the special knowledge 
of production, in its separation of conception from 
execution, in the specific task definition of jobs and 
measurement of performance in terms of output, and finally 
in the subjection of management to management control, 
Taylorism has left its mark on the present organisation of 
work. 
What then are the relevant issues to keep in mind in 
moving from scientific management toward a consideration 
of the work of the 'human relations' theorists? There are 
two sets of issues; the first set concerns the nature of 
economic motivations in work generally, and the second 
concerns organisational context in which the present 
research on freezing workers was carried out. 
In terms of the first of these two areas it can be 
noted that the Taylor plan is based on two assumptions 
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which portray the worker as instrumental. On the one hand 
its analysis of the bases of worker motivation accepts 
a primitive econornistic view of man as a rational 
self-maximiser. On the other hand, the worker is seen 
not only as ins.trumental in orientation but also as an 
instrument at work, an infinitely malleable commodity that 
can be controlled and constrained in order that production 
might rise. 
In addition, Taylor sees 'systematic soldiering' 
as resulting from a group situation. Rational restriction 
of group output and the desire to participate in union 
organisations are two means by which the worker can ensure 
a continuation of work and a stable rate of pay. This 
point is made quite clearly by Taylor in his testimony 
before the Special House Committee. 
"Each such man in a particular working gr6up 
feels that in his town or section or particular 
industry there is, in the coming year, only 
about so much work to be done . . . Holding those 
views and acting upon them,' the workmen cannot 
be blamed for impressing upon other workmen 
their conviction that it is not for their ·mutual 
interest to greatly increase their output in 
their particular trade ... it would be act~~g 
merely in the best interests of their brothers, 
to restrict output rather than to materially 
increase their output." 
(Taylor, Testimony... 9-10). 
The labour unions, in Taylor's view, gave the lead to this 
kind of behaviour - "That is the one bad thing they are 
doing" (Taylor, Testimony ... 2 87) • 
If we accept these arguments, which suggest that the 
continuing influence of Taylorism can be seen in the present 
organisation of work, then the fact that work was designed 
with an instrumental orientation in mind could well help 
to explain the continuing evidence of these sorts of 
orientations in the present day. We may envisage a form 
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of historical feed-back loop; an historical self-fulfilling 
prophecy - work was designed on the basis of a view of man 
as wholly instrumental; indeed it was designed i.n order to 
encourage such attributes, but specifically at the 
individual as opposed to t~e group level. 
These then are the issues that relate specifically 
to the nature of orientations to work and the rewards that 
men hope to realise in employment. Turning now to the 
organisational context in which the present research was 
carried out, what are the implications that 'scientific 
management' holds for the world of work today, the 
managerial outlooks, conventional wisdom, the technological 
environment and the worker's perception of his physical and 
relational environment? Consideration of conditions within 
the meat industry inevitably leads one to 'respect' the 
influence of Taylorism, or at least to take seriously 
Braverman's argument that Taylorism is an explicit statement 
of the tendencies inherent in monopoly capitalism. In the 
introduction to this thesis it was noted that radical 
changes were made in the processing of meat in the mid 
1930's - changes which constitute evidence of deskilling. 
Under the chain system many workers'now perform the tasks 
formerly retained by the one solo butcher. There is 
evidence that this process of deskilling is a continuing 
one - that increasingly management attempts to hold down 
labour costs by introducing automated processing. 
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one result of this may be increased industrial concentration 
following competition between firms. 
In assessing the impact of Taylorism in the meat 
industry, one should be aware of the ongoing historical 
processes which shape the world of work. A concern with 
individual attitudes and behaviour needs to be complemented 
by an appreciation of the economic and social forces which 
shape structures and may in,part determine the range of 
choices open for workers. In this way the limitations 
of analyses based on ideal typologies, which tend to be 
ahistorical, are overcome (Bulmer, 1975: 170). More 
specifically, the source of orientations to work becomes 
problematic as the historical determinants of working 
class subcultures are revealed (Turner, 1971). 
In Braverman's formulation, the nature of the 
objective conditions of work are seen in historical 
perspective (1974: 27), but the nature and location of 
attitudes and orientations toward these objective 
conditions remain to be determined. 2 
cial Definition of Work 
If the focus of Taylor and following exponents of 
scientific management was on the individual and economic 
reward, the focus of Human Relations exponents differs in 
2 In Labour and Monopoly Capital, Braverman states that 
"this is a book about the working class as a class 
in itself, not as a class for itself" (1974: 27). 
For a review of responses to Braverman and the 'class 
in itself, for itself' problematic, see Tony Elger, 
"Valorisation and 'Deskilling': A Critique of Braverman". 
Capital and Class, 7 (Spring 1979). See also Stark (1979) 
and Burawoy (1979). 
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both these respects, the focus being instead on groups and 
group formation and the nature of social rewards in work. 
Exponents of this theory argue that men seek social rewards 
in work and that production, or more specifically rising 
production, is contingent on men fulfilling these social 
needs in work. This assumption has given rise to a large 
and growing literature .aimed at improving the quality of 
management of encouraging a.work environment in which 
job satisfaction, supervisory and leadership styles, and 
the dynamics of group relations allow men to be 'self-
actualising'. While scientific management assumes that 
production and consumption are separate spheres of activity, 
'human relations' theory posits a holism (Argyris, 1974; 
c. Wright Mills, 1956: 220-224). 
While modern human relations theory draws much of its 
support from psychology (e.g., Maslow, 1954); the initial 
discovery of 'social man' in work was the result of a study 
undertaken at the Hawthorne works of the Western Electric 
Company in Chicago from the mid 1920's to the early 1940's. 
The major findings of this study are reported in Management 
and the Worker (Rothlisberger and Dickson, 1961), a volume 
which has been the subject of much debate and criticism (see 
e.g., Landsberger, 1958; and Miller and Form, 1951). The 
progression fnom an economic conception of the worker -
Taylor's "high priced" man - to a conception of the worker 
as responding to stimuli of a social kind represents a 
radical change of emphasis. The important questions to be 
asked, given this thesis focus on instrumentalism in work, 
are: On what basis did the Hawthorne researchers reach 
their conclusions, i.e., what was their research 
methodology?, and: Are the conclusions drawn from their 
data valid? 
Before moving on to this discussion, a distinction 
needs to be made between the specifically industrial 
concerns of human relations and the wider philosophical 
agenda of Elton Mayo (Mayo, 1933, 1945). Mayo made use 
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of the Hawthorne findings t~ justify a radical critique of 
the 'industrial civilisation'. His focus was not so much 
on the factory or on society as a whole, and his concern 
was to show the ways in which the modern organisation of 
work could counter the anomie characteristic of life 
outside the factory gate. If workers responded to social 
stimuli at work, he argued, surely this was evidence of a 
felt need on their part to become social beings, to relate 
to co-workers and supervisors in such a way as to enhance 
life and to acquire the definition of self which could not 
be found outside of the factory gate. Taylor assumed that 
motivations in work were economic; Mayo assumed quite the 
opposite. Both were, in a very simplistic manner, 
postulating different action perspectives for workers and 
both implicitly or explicitly recognised that orientations 
to work may lie outside the factory gates. 
On what basis did Mayo make these assertions? 
The pattern of research and experimentation is fully 
documented in Management and the Worker, and according to 
Rose (1978: 107), four phases of research are discernible; 
the Human Factor phase, the Clinical Phase, the 
Anthropological Phase and the Manipulatory Phase. 
The first of these phases concerned a series 
of experiments on the relationship between output and 
illumination. Three experiments were carried out in which 
the effects of a range of bio-psychological factors on the 
output of three small groups of workers were assessed. 
The First Relay Assembly Group consisted of six operatives 
who were exposed to differing conditions of work over a 
period of two years. When various factors such as incentive 
schemes, rest pauses, free snacks, shorter hours and even a 
shorter working week were introduced, output rose. The 
Second Relay Assembly Group, consisting of five experienced 
operatives, were paid by the same group bonus incentive 
scheme as the first group, and output again rose. A third 
group of five workers, the Mica-splitting Group, were again 
exposed to various changes in their working conditions; 
output initially rose and then declined as business declined 
with the onset of the economic depression of the 1930's. 
This research up to and including the Mica-Splitting 
Test Room experiment supplied a major impetus in the 
research to come. The researchers decided that social 
satisfactions arising out of human association in work 
were more important determinants of work behaviour in 
general and output in particular than were any of the 
physical and economic aspects of the work situation. 
"The most important of these inadvertently introduced 
changes was the new method of supervision 11 (Roethlisberger 
and Dickson, 1961: 179). 
Alex Carey questions these conclusions -
"The results of these studies, far from 
supporting the various components of the 
'human relations approach', are surprisingly 
consistent with a rather old-world view about 
the value of monetary incentives, driving 
leadership, and discipline" (Carey, 1967: 416). 
carey points to the fact that a change in payment system 
alone produced as much increase in output in nine weeks 
as was produced in nine months by a change in payment 
system together with a cha~ge to genial supervision. 
The Hawthorne researchers saw such changes as stemming 
more from inter-group rivalry than from increased financial 
reward. According to Carey, the statistical analyses of 
changes in rates of production are fraught with error and 
in a reassessment of the.Hawthorne data he shows the 
important effect which wage incentive schemes had on 
production rates (1967: 410). 
In his analysis of the effects of friendly 
supervision, Carey is equally critical. He points out 
that two operations were removed from the First Relay 
Assembly Room "for a lack of cooperation, which would have 
otherwise necessitated grea~ly increased disciplinary 
measures" (1967: 411}, and that the replacements for these 
two girls were chosen for their experience and enthusiastic 
attitude toward participation. One of these replacements -
'Operator 2' - lost her mother shortly after joining, and 
she became recognised as the leader of the group, 
continually urging the others to increase their output. 
Operator 2 brought to the job a sense of responsibility 
and an awareness of impending poverty, "her home was 
largely dependent upon her earnings, and within a few weeks 
her father lost his job and became temporarily unemployed11 
(Whitehead, in Carey: 414). 
Carey suggests that it is this factor, not the style 
of supervision, which explains increases in output. The 
orientation of 'operator 2' to the job was exceedingly 
instrumental. Far from proving the importance of social 
factors in work, Carey argues, the data from Hawthorne 
indicate that money, coerci~n and the influence of an 
instrumentally motivated co-worker were the major 
determinants of increased output. 
Before the formation of the Second Relay Assembly. 
Group the researchers had started a series of interviews -
the Clinical Phase. Ini~ially highly formal and structured, 
the interviewing developed to the point where it closely 
resembled what is now termed 'non-directive counselling• 
(Rogers, 1951). While the interviews demonstrated 
a relationship between attitude toward work and the subjects' 
wider social attachments and responsibilities, these links 
were not thought to be as important as those between the 
immediate work situation and attitudes. Roethlisberger 
and Dickson noted: 
" the human organisation of an industrial 
plant is more than a plurality of individuals, 
each motivated by sentiments arising from his 
own personal and private history and background. 
It is also a social organisation, for the 
members of an industrial plant - executives, 
technical specialists, supervisors, factory 
workers, and office workers - are interacting 
daily with one another and from their associa-
tions certain patterns of relations are formed 
among them ... Both the kind of behaviour that 
is expected of a person and the kind of behaviour 
he can expect from others are prescribed by these 
patterns. 11 
(Roethlisberger and Dickson, 1961: 554-555). 
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workers might exceed the group norm but woud then report 
a false figure and work more slowly the next day. 
Individuals who overproduced were castigated as 'rate 
busters', consistent underproducers were called 'chisellers'. 
The authors concluded; 
"None of the results however gave the slightest 
substantiation to the theory that the worker is 
primarily motivated by economic interest ... 
In the Bank Wiring ~bservation Room a wage plan 
particularly designed to appeal to the 
employees' monetary interests failed to work 
as it should because it was not in line with 
the dominant social values of the situation" 
(Roethlisberger and Dickson, 1961: 575-576). 
Roethlisberger and Dickson were faced with the same 'problem' 
that had faced Taylor - •systematic soldiering' - yet they 
concluded that the Bank Wiring Group were not led to 
restrict output out of a fear of redundancy, or of having 
their rate cut. In order to understand the formation of 
informal groups, the researchers thought it necessary to 
study relationships between groups within plants and the 
nature and levels of status ascription and expectation. 
"The significant problem for investigation 
appeared to be that of specifying the factors 
which gave rise to such informal organisation. 
I-n attempting to answer the question, the 
external function of one group, bank wiremen, 
was examined. This function could be charact-
erised as that of resisting change. Following 
this lead, the position of the Bank Wiring 
Observation Room group in relation to the 
total company structure was then examined. 
This analysis led to the general conclusion 
that the informal organisation of the bank 
wiring group arose primarily from the position 
of that group in the total company structure 
and its consequent relations with other groups 
within the company" (1961: 525). 
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Roethlisberger and Dickson view group formation as based on 
non-rational sentiments. While wages, or the nature of 
payment, had a part to play it ~as only inasmuch as 
differentials between groups served to reinforce satus 
·differences. 
"Wages, for example, vary with occupation, and 
these wage differentials frequently serve to 
reinforce occupational stratification. The 
results of the interviewing programme showed 
very clearly that th~ worker was quite as much 
concerned with differentials as with the 
absolute amount of his wages" (1961: 576). 
Even though there is implicit recognition of a two way 
relationship between formal and informal organisation, 
Roethlisberger and Dickson dismiss the notion that economic 
motivations have primacy. The Bank Wiring Workers' 
restriction of output is seen as an act of resistance 
generated by social as opposed to economic concerns. 
This contention is questioned by Sykes (1965: 
253-263) who argues that there is nothing in the evidence 
that Roethlisberger and Dickson advance that proves their 
assertions. Sykes argues that the Bank Wiring Observation 
Room operatives shared with American workers generally a 
clear cu·t belief that by restricting output they were 
forwarding their economic interests {1965: 256). 
Roethlisberger and Dickson's assertion that the company in 
question, Western Electric, did not cut rates, is questioned 
by Sykes who presents evidence by Mills to the contrary. 
"It never did (cut rates); if some manufacturing 
process was found to pay more than seemed right 
for the class of labour employed on it - that 
2articular part was referred·back to the--
engineers for redesign·, and then a new rate was 
set of the new p~rt" (Mills, 1946 in Sykes: 257, 
emphasis added) • 
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sykes also presents evidence that the operatives' attitude 
toward pay rates, the analysis of variatio~s in production 
by Roethlisberger and Dickson, and their views on the 
logic of management and worker action are all open to 
reinterpretation, a reinterpretation which suggests that 
the Bank Wiring operatives were indeed motivated by a 
concern for economic rewards, or more specifically the 
possibility of a decrease in the level of reward. 
Both the critique by Carey of the early experiments 
at Hawthorne and the critique of Sykes discusssed above 
serve to call into question the assumption that economic 
rewards were secondary to rewards of a social nature at 
Hawthorne. The Carey/Sykes critique represents an important 
development inasmuch as it re-introduces a Weberian focus 
on the rational nature of individual action in an 
industrial context (see Ackroyd; 1976: 236). 
That the Hawthorne researchers underrated the 
importance of economic motivations is even more remarkable 
given the economic situation at the time. Landsberger 
(1958) suggests that Roethlisberger and Dickson were aware 
of how potent a factor economic security could be, indeed 
they discarded a whole year's data from the Mica Splitting 
Test Room experiment because of their subjects' anxieties 
over the uncertain future (Landsberger, 1958: 57). Even 
with·evidence of the obv~ous effects of extra-plant factors 
Roethlisberger and Dickson remained convinced that social 
concerns among workers were of greater import. 
The conclusions drawn from the Hawthorne researches 
determined to a large extent the pattern of subsequent 
empirical and theoretical development in the 'human 
relations' movement. Much of this subsequent work is 
characterised more by speculative social philosophy than 
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by empirical research, and in respect of the latter findings 
are inconsistent and ambiguous. 
Human Relations since Hawthorne 
Given the assumption that satisfaction in work 
increases production, the predominant concern of human 
relations exponents has been to increase productivity by the 
manipulation of social factors. However studies on the 
relationship between satisfaction and productivity have 
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produced little support for the causal link that supposedly 
exists between these two factors in production (see e.g., 
the review by Perrow, 1979: 99-132). Studies suggest that 
workers who are satisfied with their network of inter-
personal relationships are not necessarily motivated to 
produce; a worker may have many goals, productivity may be 
at best, aperipheral one (Brayfield and Crockett, 1955}. 
· In many jobs, particularly assembly-line jobs, there 
is no room for high performance. While it might be argued 
that even in assembly-line jobs the worker can control 
quality, material costs or maintenance costs to some extent, 
such control is minimal for the worke.r does not control the 
£ace of work, nor does he make any decision that might 
increase productivity. Attempts to 'enrich' jobs, out of 
a concern for diminishing production returns have met witb· 
mixed success (see e.g. the review by Hulin and Blood, 1968). 
Skillen suggests that job enrichment, indeed the entire 
human relations movement may be just another 'ruling 
illusioQ', that "the job-enrichers are trying to foster 
responsible participation in an inherently irresponsible 
system" (Skillen, 1977:· 79). Workers may well be aware 
of the fact that, in Skillen's words, "it is to save the 
church that religion has been attacked" (1977: 76) and 
may be sceptical of the motivations behind attempts to 
'enrich' work. Certainly those involved in dull, shorb-_ 
cycle tasks which are low in skill level and high in 
monotony, boredom and job dissatisfaction (which, given 
the process of deskilling may be the characteristics 
of more and more jobs) may see job enrichment as more 
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satisfying to its proponents rather than to its recipients. 
Nichols and Beynon report the reactions of the chemical 
process worker to a job enrichment programme: 
"You move from one boring, dirty, monotonous job 
to another boring, dirty, monotonous job. And 
then to another boring, dirty, monotonous job. 
And somehow you're supposed to come out of it 
all "enriched". But I never feel "enriched"-
I just feel knackered." 
(Nichols and Beynon, 19 77: 16) 
There is no guarantee that job changes will lead to 
enrichment or self actualisation. Either these changes 
will be experienced as merely cosmetic or workers will 
simply define the work stuation as a context inappropriate 
for personal growth and fulfilment. 
Organisations which attempt to utilise to the full 
the human resources at their disposal may well be 
constrained by the technical imperatives of p'rofi t 
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maximisation and the orientations of individual workers. 
McGregor (1960), Likert (1967) and Argyris (1962) share 
the view that positive management practice, McGregor•s 
'theory Y' and Likert's 'participative management' model, can 
meet the psychological needs that workers are assumed to 
have at the same time as meeting the goals of the 
industrial organisation. The assumption that workers are 
motivated by the need for ~elf actualisation is complicated 
by assumptions about the capacity of an organisation to 
distribute control. There is a difference, however, between 
fostering 'hygienic' conditions and the ability to 
participate on the one hand, and exercising legitimate 
self-assertion, which is a political resource, on the other. 
Perrow puts this point succinctly: 
"One may treat a slave humanely, and even ask 
his advice regarding matters he is more familiar 
with .than the master. But to transform his 
basic dependency and this presumption of his 
incompetence with regard to his own interests, 
there must be an institutional order or public 
process whereby the capacity for legitimate 
self-assertion is guaranteed." 
(Perrow, 1979: 1.33) 
The 'human relations' movement is a social response 
to the technicist vision of scientific management. It 
argues that men seek to maximise intrinsic as well as 
extrinsic satisfactions through work, that the workplace 
itself is the major determinant of attitudes and behaviour. 
While there may be conflicts of interest between workers 
and employer such conflicts are born of affect, not economic 
interest. The discussion of Taylor and 'scientific 
management' and of the Marxist analysis of the development 
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of the labour process pointed to the fact that the structure 
of the workplace is determined by the tendency toward 
capital accumulation, not out of concern for the interests 
of labour. This historical process goes against the 
development of a working class culture oriented toward a 
desire for intrinsic satisfactions in work. It can be 
argued, therefore, that workers may not look toward work 
as a milieu in which satisfactions of a social kind can be 
realised. The Carey/Sykes critique of the Hawthorne 
research suggests that economic aims were given primacy 
over a desire for social reward from work, and subsequent 
research into the effectiveness of the human relations 
movement provides only very conditional support. By 
widening the focus, by looking toward the expressed 
orientations of workers to their employment it may be 
possible to establish just what the needs are that workers 
seek to realise in employment. 
Enter the Machine: The Technological Implications Thesis 
In what is seen by Marglin as a "momentary 
aberration 1 (Marglin, in GoDz, 197 6: 13) , Engels at one 
point in his career saw that authority was technologically 
rather than socially determined. 
"If man, by dint of his knowledge and inventive 
genius, has subdued the forces of nature, the 
latter avenge themselves upon him by subjecting 
him, in so far as he employs them, to a 
veritable despotism, independent of all social 
organisation. Wanting to abolish authority in 
large scale industry is tantamount to wanting 
to abolish industry itself, to destroy the power 
loom in order to return to the spinning wheel." 
(Engels, in Tucker {Ed.),1978: 731) 
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The view that production technology can determine 
not only the nature of authority but also worker values and 
attitudes has been explored by a number of industrial 
sociologists (e.g. Wedderburn and Crompton, 1972; Walker 
and Guest, 1952}. Both the senior authors of the Luton 
study were concerned with the impact of technology in their 
early researches. Goldthorpe studied the impact of 
technological changes in the mining industry (Goldthorpe, 
1959) 1 and Lockwood in his study of clerical workers, 
ck-coated Worker (19 58) recognised the importance 
of the work situation in determining class consciousness. 
In the previous chapter it was noted that Roethlisberger 
and Dickson saw informal.group formation as partly dependent 
on the formal organisation of work. 
The starting point for an analysis of the industrial 
organisation by 'technological implications' theorists is 
the specification of the production tasks of that 
organisation and the production technologies involved in 
respective tasks. 
"task analysis ..• implies that organisations 
are studied, first of all by identifying the 
work undertaken within them together with the 
specific technology which enables this work to 
be carried out. After this initial step, it is 
possible to explore the structure of the 
organisations under investigation by the use of 
a variety of models" (Woodward, 1970: 3}. 
Any one organisation (the meat freezing industry is no 
exception} can produce a number of goods, thus the technical 
organisation of plant can be geared toward a number of 
production tasks and different technologies can co-exist 
side by side. Technology - the collection of plant, 
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machine~, tools and recipes available at a given time, 
and the production task are inter-dependent since neither 
can be defined without reference to the other (Woodward, 
1970: 4). A similar definition is used by Blauner. 
Technology is determined by three factors; the existing 
level 'of mechanical and scientific processes, the economic 
and engineering resources of individual firms, and the 
nature of the product manufactured (Blauner, 1973: 6). 
In terms of this latter factor, a standardised product 
which is homogeneous in texture lends itself to automated, 
continuous process techniques while a product that 1s 
heterogeneous in texture lends itself toward assembly line 
production. The central question for Blauner is; to what 
extent do different technological systems generate a state 
of alienation among workers placed within them? (1964: 8). 
Woodward's interest lies in assessing the processes 
of interaction that occur between the social and the . 
technical organisation of a plant. Interaction that does 
occur can be described at two levels. At the first level, 
the overt behaviour of the individual operator will be 
limited or constrained in certain directions by that part 
of the technology or of the production hardware with which 
he or she is most directly concerned. Administrative 
requirements also serve to limit or constrain, but these 
requirements, namely the supervisory structure and the 
control of production, patterns of authority, work rules, 
rules and procedures, management style and systems of 
payment, are themselves influenced by technology ( 1970: 4). 
"In the long term, the technology of an 
organisation is for the most part a result of 
a series of managerial decisions to serve 
specific markets, to acquire or build plant, 
to accept certain types of raw material and 
to address the organisation to certain product-
ion tasks. But in the short term ... most of 
these considerations can be taken as given, 
and we may expect to see certain salient 
features of the technology of the organisation 
limiting the administrative structure." 
{1970: 5). 
The first level of analysis is of direct concern here, 
namely the behavioural patterns that are manifested in 
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reaction to the technical environment of a plant. Woodward 
adopts a typology of behaviour developed by Kynaston Reeves 
(1967); a typology based on the assumption, 
"that every economic organisation exposes its 
members at all levels of the hierarchy to a 
unique set of constraints and facilities. 
Technology and the system of administration 
restrict freedom of action, at the same time 
they also create facilities or opportunities 
for behaviour that is optional. 11 
(Woodward 1 1970: 6) . 
Woodward also notes that organisational behaviour is subject 
to, on the one hand, constraints of the environment and on 
the other, constraints imposed by the formation of small 
informal work groups, that; 
11 The behaviour of individuals in economic 
organisations can also be affected by the 
norms, values and informal rules operating 
within their particular work group •.• 
All organisational variables are subject to 
economic, political and social influences." 
(1970: 6) 
Woodward accepts that an approach which looks at the 
informal social organisation of the plant does have a place 
, in industrial sociology. The assumption she makes is that 
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the sources of organisational behaviour are to be found in 
an analysis of the work situation itself. In this respect 
the technological implications approach represents an 
advance on 'human relations' theory. While the influence 
of informal organisation is not denied, it is asserted 
that the technical organisation of work constrains and 
facilitates independently of the motivations or desires 
of workers. Reviewing two studies by Lupton (1963) and 
Klein (1964), Woodward concludes: 
"Such studies as these do not imply that the 
concept of informal organisation has no value 
as an explanation of industrial behaviour, or 
that the idea that social and emotional satis-
factions can be derived from work experience 
should be dismissed from the theoretical frame-
work. They do suggest, however, that explanations 
of behaviour can be. derived from an analysis of 
the work situation itself. If the variables on 
which industrial behaviour depends could be 
identified, we would have got a·long way towards 
determining the conditions under which behaviour 
becomes standardised and predictable." 
(1964: 13) 
The theoretical assumptions concerning worker behaviour and 
technology are evident in two further pieces of research 
cited by Woodward. Tavistock Institute investigations 
showed how the layout, control of work, and methods of 
working at the coal face affected the behaviour of miners 
(Woodward, 19 64: 13). Sayles related the behaviour of 
working gangs in engineering and allied industries to the 
kind of work they do, and identified four types of group 
behaviour: the apathetic, the erratic, the strategic and 
the conservative, each related to a specific work situation 
(Sayles, 1958). What is not clear from Woodward's analysis 
is the degree to which informal work groups come into 
existence as a reaction to technology rather than their 
existence being facilitated or constrained by that 
technology. 
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In an early paper, Woodward attempted to trace cause 
and effect relationships between types of work situation 
and industrial conflict (Woodward, 1964: 11-14) . The 
important factors in the generation of conflict are work 
organisation and control. 
"Employees at both supervisory and operator 
level are also involved in a system of work 
organisation and control. This involvement 
has a more direct and powerful effect upon 
the pattern of behaviour in the firm than 
have attitudes to the firm itself." 
. (1964: 13). 
Production planning, changes in production programmes, and 
production control can all serve to constrain worker 
behaviour in such a way that frustration, irritation or 
high levels of labour turnover result. Two industrial groups 
studied by Woodward highlighted the behavioural implications 
of formal organisational constraints, process industries 
being characterised by a lower proportion of total costs 
devoted to wages, the existence of relatively small primary 
work groups, first line supervisors with limited spans of 
control, and a· highly bureaucratic administrative structure. 
By virtue of the production technology they were faced with 
a negative relationship between productivity and effort, 
that is to say, workers had to work hardest when production 
was low or when the technology failed. Manag~ment in process 
industries were, on the whole, better educated and more 
likely to make decisions on rational criteria, with a greater 
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awareness of risk and uncertainty. La$tly, managers were 
less busy in the process production firms than were those 
employed in batch production. They had, therefore, much 
more time in which to deal with industrial relations issues. 
woodward concludes that the prefiguration of administrative 
structures, by virtue of the nature of the technology 
involved, is the crucial determinant in the pattern of 
industrial conflict. 
11 The key figure on the industrial relations 
scene may not be the personnel manager, or the 
first line supervisor, or the shop steward, but 
the production engineer himself ... Lack of 
social skill in the part of personnel departments 
or first line supervisors, the militancy of shop 
stewards or failures in communication, should not 
be blamed for problems which have arisen as 
inevitable consequences of production engineering 
decisions" (Woodward, 1964: 14). 
In Blauner's seminal work, Alienation and Freedom, 
the approach adopted is one of comparative industrial 
analysis. Blauner attempts to explain the unequal 
distribution of alienation and freedom among satisfactory 
labour force by reference to differing patterns of 
technology. 
"Inherent in the techniques of modern manufactur-
ing and the principles of bureaucratic industrial 
organisation are group alienating tendencies. 
But in some cases the distinctive technology, 
division of labour, economic structure, and 
social organisation - in other words, the factors 
that differentiate industrial industries -
intensify these general tendencies, producing a 
high degree of alienation; in other cases they 
minimise and counteract them, resulting instead 
in control, meaning and integration ... 
(1973: 166-167). 
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unlike Braverman, who sees the process of de-skilling as an 
inevitable consequence of the Capitalist Mode of Production, 
Blauner is optimistic that a shift from skill (craft 
production} to responsibility (process technology) will 
lead to increasing levels of satisfaction. Between these 
modes of technical organisation lie the intermediate machine 
and assembly line technologies and it is with these that 
Blauner is most concerned. He suggests that alienation 
among workers is highest within industries characterised 
by these patterns of technical organisation. In making 
this assertion, Blauner shares with 'human relations' 
theorists the view that work should be 'self actualising', 
and posits a holism between the spheres of work and non-work. 
A desire for extrinsic rewards in work is seen as an adaptive 
response to intrinsic deprivation. An instrumental 
orientation becomes the result of repetitive, short cycle 
tasks, and an internal labour market that offers very little 
in the way of possible advancement. Extrinsic rewards will 
not compensate for intrinsic deprivations, for, according to 
Blauner, there is no escaping the fact that 'work remains 
the single most important life activity for most people in 
terms of time and energy' (1973: 183-184). Blauner also 
asserts a causal linkage between the quality of one's work 
life and the quality of one's non-work life: "The quality 
of one's worklife affects the quality of one's leisure, 
family relations, and basic self-feelings (1973: 184, see 
also Kornhauser, 1965). 
The 'technological implications' approach holds that 
worker attitudes and behaviour are determined primarily by 
the technological organisation of the workplace, that 
behaviour may be constrained or facilitated by the 
techniqal environment independently of any prior 
orientations which workers might bring with them to work. 
woodward asserts that irrespective of workers' normative 
orientations, the nature of production technologies can 
determine patterns of informal organisation at the shop 
floor level, and patterns of industrial conflict across 
different types of industry. Blauner, adopting a view of 
the worker as motivated by the need for ego gratification 
in work, for self actualisation, posits a fundamental 
tension between these needs and certain types of work 
organisation. 
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There are problems with this approach, one of which 
is obviously raised by the data presented in the 
introduction. Different plants, sharing common patterns 
of technical organisation and administrative structure, 
manifest markedly different patterns of individual and 
collective conflict. The 'effect' of technology is 
therefore not uniform. One possible interpretation is that 
the orientations of workers exert an independent effect on 
attitudes and behaviour in work. If, for example, work is 
defined as a means to certain ends, the realisation of which 
lie outside the factory gate, then work or more speci cally 
employment, in meeting these ends will not prove to be 
alienating. Workers may 'self-actualise' in the sphere of 
consumption rather than in the sphere of production. 
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auman Relations and Technological Implications at Luton 
--
Technological Implications 
Guided by the classification of production systems 
adopted by Woodward, Goldthorpe et al.. aimed at covering 
a number of the most important general types of industrial 
technology. Initially their study was guided to an 
important extent by the technological implications approach 
(Lockwood and Goldthorpe, 1962; Goldthorpe et aZ., 1968: 
3, 45) . The findings that the researchers subsequently 
presented cast doubt on many of the assumptions of the 
technological implications approach, but even prior to the 
analysis of research data Gold thorpe et al. were critical 
of the approach for .two reasons. The approach neglected 
to consider the way in which workers' own definitions of 
the work situation might determine their attitudes and 
behaviour independently of its objective features. Further, 
in seeking to explain industrial attitudes and behaviour 
entirely from the viewpoint of the functioning of the 
enterprise, the technological implications approach ignored 
the possibility that the views of workers might be 
determined not only by their place within the organisation 
but also by their various other social roles as members of 
families, communities, social classes and so on (1968: 45). 
For example., while the Luton researchers shared the 
interest of 'human relations' exponents in the nature of 
informal work groups and also recognised that technology 
could impose constraints on, or facilitate the emergence of 
Work groups; they were more concerned with the quality of 
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work relationships, in the sense of the value and meanings 
which workers gave to them. 
"Industrial behaviour, within technologically 
advanced enterprises at least, may well be 
role-determined to a significant extent but 
it must always be recognised that similar 
worker-roles can be interpreted and evaluated 
in quite widely differing ways by those 
required to act them out" (1968: 53). 
While workers' pe~ceptions of their firm did differ 
with respect to the technological work environment, these 
differences did not support Woodward's and Blauner's 
typologies. There was little support for the emerging 
stereotypes of 'integrated' chemical workers and 
'alienated' car workers. 
"Clearly the idea ·of the assembly-line men as 
the prototype of the militant worker is one to 
which our evidence can lend little support. 
At the same time, the data for the process 
workers give no indication that these men 
experience any particularly high degree of 
'integration' with their firm" (1968: 75). 
The Luton researchers did find quite significant differences 
in the immediate rewards and costs experienced by workers 
performing their work roles and tasks, but a sharp 
dissociation was evident between workers' attitudes toward 
their jobs and attitudes towards the firm as a whole. 
" ... unrewarding and stressful work roles need 
not lead to a generally negative orientation 
towards the enterprise as an employer, and,· 
conversely ... More rewarding or less stressful 
jobs are no guarantee that the organisation 
which is able to provide them will thereby gain 
workers' appreciation and attachment" (1968: 76). 
Two possible explanations for the positive attitudes 
shown toward firms at Luton are countenanced. Either 
management had succeeded in creating a unitary sense of 
identification in spite of the alienating character of 
immediate work tasks; or the lack of association between 
the experience of work and attitudes toward the firm was 
but one aspect of an instrumental orientation to work. 
This latter explanation was seen as the most plausible 
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for, while attitudes toward the firms at Luton were positive# 
the authors found that such views were conditional on firms 
being able to meet the expressed needs of the work force, 
namely satisfactory levels of pay (1968: 80). 
The 'technological implications' approach was found 
to be inadequate. Industrial behaviour could not be seen 
at all levels as a function of the work situation itself, 
and Goldthorpe et al. concluded that the absence of any 
direct association between technologically conditioned 
experience within work and attitudes and behaviour that 
were of wider reference, posed serious difficulties for 
any approach which took as its starting point the industrial 
enterprise as a socio-technical system: 
" •.. the basic shortcomings of the 'technological 
implications' approach is that the attempt to 
provide explanations from the point of view of 
the 'system' entails the neglect of the point of 
view of the actors involved" (1968: 183-184). 
Human Relations 
The research findings in respect to the 'technological 
implications' approach were characterised by ahomalies which 
led Goldthorpe et al. to suggest that an instrumental 
orientation to work acted as a mediating influence between 
the worker's experience of the technological constraints at 
~ork and his attitudinal and behavioural response to that 
situation. The existence of this orientation also called 
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into question the psychological assumptions of the Human 
Relations school. While Goldthorpe et al. acknowledged that 
the prevalence of solidary work groups had been exaggerated 
some~hat they recognised that such informal work groups and 
the existence of a solid aristic orientation to work could 
be found in traditional industries such as mining and steel 
~orks (Goldthorpe et al., 1968: 54; Lockwood, 1966). 
They were concerned to examine this social dimension in 
~ork; not only the nature of informal organisation but also 
attitudes toward, and perceptions of, supervisory style. 
There were obvious differences between the technical 
organisation of work in mining where there was an ever 
present threat of physical danger and an awareness of each 
individual's responsibility, in steel works where methods of 
production required closely co-ordinated crew operations, 
and in the plant at Luton. Also, workers in their 
traditional industries often lived in geographically 
isolated communities dominated by the one industry 
(Lockwood, 1966). The Luton researchers found a generally 
low degree of affective involvement in work and the absence 
of solidary work groups (1968: 53) but suggested that, 
while there were technological barriers to primary group 
formation, these findings too could be expiained by the 
orientation to work held by the men at Luton: 
"Given that among the affluent workers we studied 
economic considerations have predominantly 
determined their choice of job, or at any rate 
are now. the main factor binding them to their 
present employment, it is not surprising that, 
in general, they show no great concern over 
~aintaining stable relationships with any 
particular set of workmates" (1968: 53). 
Compared to workers in traditional industries the 
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Luton workers were geographically mobile, to a large extent 
a self selected sample of the work force. The choice of 
work by the men at Luton was made according to a specific 
set of priorities, according to individual projects, and 
in accordance with these projects men gave high income 
primacy over intrinsic rewards (1968: 55}. Because of 
this, conditions of work which appeared potentially 
pathological did not prove to be so, satisfaction on a 
job becoming secondary to an individual's orientation to 
work. In order to assess job satisfaction one needed to 
know something of the way in which workers ordered their 
wants and expectations relative to thei~ employment (1968: 
36) • 
As regards supervision, those workers who expressed 
an instrumental orientation were as likely as anyother men 
to assess the quality of their foremen in a positive way, 
however the reasons given for this positive assessment 
related to infrequent interaction with their foreman rather 
than as a result of personal qualities. Those workers who 
either expressed negative attitudes toward their supervisors 
or were favourable because of their assessment of that 
supervisor's personal attributes or social skills, tended 
to be workers who had some 'ego-involvement' in work 1 whose 
expectations were not concentrated on economic returns 
(1968: 67). 
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In summary, to the extent that the work was defined 
as a mandatory form of activity and as one engaged in 
simply as a means to an end, the work place was not 
regarded as a milieu appropriate or favourable to the 
development of highly rewarding primary relations - an 
instrumental orientation bases expressive activity in the 
home or in the sphere of consumption, not on the factory 
floor. 
The Action Approach to Industrial Sociology 
In both the human relations and the technological 
implications approaches, there is explicitly or implicitly 
reference to basic 'human needs' in terms of which workers 
might be expected to react to their work situation. In 
1966, when John Goldthorpe published the findings from 
interviews with car assembly workers, he argued.that an 
action approach in Industrial Sociology, one in which 
'the dispositions of actors are in fact considered' (1966: 
240), had more utility than conceptualisations of social 
life within organisations in terms of 'systems' analysis. 
Any attempt at explaining and understanding attitudes and 
behaviour within modern industry should be made, argue 
Goldthorpe and Lockwood, with the recognition that 
"orientations to work which employees hold in common 
will need to be treated as an important independent variable 
relative to the in-plant situation" (1968: 183). 
Goldthorpe, in his earlier report of the deviant results 
obtained from the car assembly workers, suggested that once 
an action perspective is taken, "the industrial sociologist 
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cannot allow his investigation to end at the factory gate" 
(1966: 241). 
The action approach derives from the methodological 
writings of Max Weber. In Weber's classic formulation, 
sociology: 
" is a science which attempts the 
interpretive understanding of social action 
in order thereby to arrive at a causal 
explanation of its .course and effects. 
In 'action' is included all human behaviour 
when and in so far as the acting individual 
attaches a subjective meaning to it." 
(Weber, 1 9 6 4 : 8 8) . 
Social action is classified by Weber into four types 
according to its mode of orientation. 
"(1) In terms of rational orientation to a 
system of discrete individual ~nds (zweckrational), 
that is through expectations as to the behaviour 
of objects in the external situation and of 
other human individuals, making use of these 
expectations as 'conditions' or 'income for the 
successful attainment of the actor's own ration-
ally chosen ends; (2) in terms of rational 
orientation to an absolute value (wertrationa~); 
involving a conscious belief in the absolute 
value of some ethical, aesthetic, religious or 
other form of behaviour, entirely for its own 
sake and independently of any prospects of 
·external success; (3) in terms of affectual 
orientation, especially emotional, determined by 
the specific affects and states of feeling of 
the actor; (4) traditionally oriented, through 
the habituation of long practice." 
(Weber, 19 6 4: 115) . 
The instrumental orientation, utilised in analysis by 
· Goldthorpe et a~., parallels the zweckr'ationa~ type of action 
above. However the Weberian types of action are not 
mutually exclusive. Weber noted that, "it would be very 
unusual to find concrete cases of action, which were 
oriented only in one or another of these ways" (1964: 117) , 
and further that, 
"the orientation of action wholly to the 
rational achievement of ends without relation 
to fundamental values is, to be sure, essent-
ially only a limiting case" (1964: 117). 
weber's comments in this regard suggest that the unity 
evident in 'types' of action may not characterise the 
orientation of individual actors. 
In Silverman's formulation of a ''paradigm for the 
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social action analysis of organisations" (Silverman, 1968: 
231), the debt again is to Weber. Silverman attempts to 
make a clear demarcation between Industrial Sociology and 
Formal Organisation theory. He argues that the function-
alist assumptions of a 'systems' analysis, informed by 
Parsonian and Mertonian theory, draw attention away from 
conceptions of ends and needs held by members of 
organisations. Similarly, he argues, 'human relations' 
theorists pay little attention to the ends held by different 
groups in an industrial context, stressing instead the 
complementary nature of employee satisfaction and increased 
productivity (Silverman, 1968: 224-231). In focusing 
instead on individual actor's ends (orientations), Silverman 
asserts that the sociologist is free to operate within a 
framework which satisfies demands for value neutrality, 
and in so doing, is able to take account of the expressed 
ends of different groups in industrial contexts. 
There are parallels between the action approaches 
utilised by Silverman and by Goldthorpe et aZ. Both are 
the result of anomalies in previous theory and research. 
Goldthorpe et aZ. 's consideration of the theoretical 
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assumptions and empirical corollaries of both the 'human 
relations' and 'technological implications' schools 
results iri their adopting an 'action ~pproach'. Similarly, 
Silverman, in attempting to introduce a demarcation between 
Industrial Sociology and Formal Organisations theory, 
suggests that the 'action approach' overcomes the 
conservative implications of both 'systems' and 'human 
relations' theorists whose·work characterises the latter 
school. 
The major difference between the action approaches 
of Silverman and of Goldthorpe et al. lies in the greater 
emphasis placed by the former on the role that meaningful 
action plays in socially creating reality. This emphasis, 
informed by the writings of Schutz and others of the 
phenomenological school, leads Rose to make a distinction 
between the action approach expounded by Silverman and that 
developed by Goldthorpe et al. The Silverman approach he 
describes as 'phenomenological actionalism' and the latter 
as 'middle-range actionalism'. The basis for this 
categorisation, particularly with regard to the work of 
Gold thorpe et al., reflects an awareness, by Rose, of one 
of the more telling criticisms of Gold thorpe et al. 's 
approach. Rose summarises the distinction succinctly, 
"Middle-range actionalism fails to encourage 
investigators to situate their analyses of 
worker orientations and behaviours within an 
explicit model of society. More evidently, 
it discourages examination of the processes 
whereby orientations are modified by 
experiences in work [Phenomenological 
actionalism] seeking to rectify this second 
defect. But in so doing it diverts attention 
away from the first" (Rose, 1978: 245). 
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The criticism that Rose anticipates in the comment 
above is but one that has been levelled at the Luton 
researchers. Much of the criticism concerns the 
researchers' assertion that the source of an instrumental 
orientation lies in the community situation.of workers. 
A number of workers have suggested that socialisation within 
the workplace is an important determinant of attitudes and 
behaviour (Baldamus, 1961;'Turner, 1971; Nichols, 1969). 
Ingham suggests that both work and non-work factors are 
important in generating orientations to work (Ingham, 1970: 
137); Fox, that the experience of work itself, 
broad cultural values and ideologies, the values of 
industrial sub-cultures and certain characteristics of 
society, particularly the tendency to place consumer values 
ahead of producer values, all transmit through family 
community and work groups the cultural bases of worker 
orientations (Fox, 1971). David Lockwood, one of the two 
senior authors of the Luton study, suggested that both work 
and community contexts were important in the generation of 
'images of society' (Lockwood, 1966). The apparent move 
away from the earlier formulation by Lockwood is lamented by 
Gavin Mackenzie who suggests that the wider research aim of 
Goldthorpe et aZ-., to study changes in the British class 
structure, did not justify the separation of work from 
non-work influences. 
" ... One might look to community and kin 
relationships as a potential source of 'prior 
orientations' to work. But the crucial fact 
remains that community and family structure 
are shaped by the industrial and therefore the 
occupational structure of a particular area 
or reqion" (Mackenzie, 1974: 242). 
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Mackenzie also suggests that the high geographical mobility 
of the workers at Luton, the fact that they constituted a 
self-selected sample, made them atypical, "an extreme and 
exceptional case" (J974: 246). He alsri suggests that the 
high number of unskilled men in the sample and the fact that 
all were employed in large scale enterprises using mass 
production techniques, made the group unsuitable for a 
study, the primary focus of which was the nature of changes 
in the British class structure (1974: 247). He argues that 
an analysis of the class situation of groups marginal to the 
working class, skilled craftsmen and routine white collar 
workers, would have had more utility, in the context of a 
study of embourgeoisement. 
Methodologically, it has been argued that workers' 
expressions of objectives in employment may only reflect the 
meanings culturally available to them and considered 
appropriate as replies to questions. Brown notes that in 
the course of unstructured interviews it can become apparent 
that a job is desired not only for financial reasons but 
also for a variety of other reasons, some of which are not 
felt to be culturally acceptable (Brown, 1973: 27). Brown 
also questions the degree to which workers have clear sets 
of priorities in their lives as a whole or in their approach 
to work and employment. 
"The crucial point about a single stranded, 
instrumental orientation to work is that it 
is clear; no problems arose of priorities, 
or of incompatible objectives ... For those 
who want a number of things out of their 
employment it may not be entirely clear, even 
to the actors themselves, to which they attach 
the greatest importance" (Brown, 1973: 28). 
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That the context in which choices are made or actions 
initiated is important is demonstrated in the debate between 
Goldthorpe and Daniel (Daniel, 1969, 1971; Goldthorpe, 1970, 
1972). Daniel points to the danger in suspending an 
analysis of work attitudes and behaviour at the factory 
entrance just as previous researchers had done at its exit. 
Daniel was concerned that the Luton researchers were suggest-
ing that instrumental workers "saw the wound but felt no 
pain". But, as Goldthorpe ..L"'J:-"lied, 
"There is no suggestion whatever in our work 
that their instrumental orientation could or . 
did, render the assemblers insensible to the 
stress and the frustration that the 'track' 
engenders: on the contrary, our findings we 
state, go clearly against the idea that many 
factory workers are simply 'happy robots'." 
(Goldthorpe, 1970) . 
Indeed, in Volume one of "The Affluent Worker Study", 
Goldthorpe et at. had noted that, 
"Workers may define their work situation in such 
a way that they do not look to this milieu as 
one in which 'social' satisfactions are likely 
to be gained and do not, therefore, feel greatly 
deprived in their existence. But beyond a 
certain point it would seem, the (in part 
physical) strains and pressures of some forms 
of industrial work and their attendant detriment-
al consequences for the individual cannot be 
defined away" (Goldthorpe et aZ., 1968: 180). 
While acknowledging that workers may incur costs 
through work, Goldthorpe argued that the instrumental 
orientation determined priorities in work, that definitions 
of work experience are made in terms of wider goals or 
projects and that in order to call into question the 
instrumental type, what would be needed would be evidence 
of changes in workers' order of priorities in work as a 
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result of work experience (Goldthorpe, 1972}. Daniel's 
assertion, however, that a distinction needs to be made 
between the three areas of job choice, intrinsic job 
satisfaction, and job quitting is one that is subject to 
empirical test {Daniel, 1969: 369). Brown et al. in a 
study of shipbuilding workers found that the bases of job 
choice and of continuing job occupancy were different. 
While extrinsic considerations informed the workers' choice 
of employment, social factors were the primary source of 
job satisfaction (Brown, Brannen, Cousins and Sumphries, 
1972: 12-41). 
The workers at Luton shared a common life-cycle 
stage, and this aspect of the sample together with their 
high geographical mobility and evidence of downward social 
mobility were isolated as significant in generating an 
instrumental orientation. If workers' orientations are a 
function of their life-cycle stage, then orientations are 
likely to change, to be unstable, over time. Beynon and 
Blackburn cite research findings which show that the life-
cycle stages of workers do in fact modify their 
expectations of their jobs (Beynon and Blackburn, 1972} • 
Similarly it can be argued that if context is a determinant 
of the nature of workers' orientations, then changes in 
context at work may modify existing objectives. Brown 
suggests that the context of·a strike situation may lead 
workers to redefine what are practical possibilities and 
thus lead them to place emphasis on aspirations to which 
they had previously given low priority {Brown, 1973: 38). 
This criticism is echoed by Westergaard in his critique of 
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the Luton research. Westergaard notes that the instrumental 
orientation "seems to amount to something like a recognition 
of the 'cash nexus' which Marx identified as the main 
residual binding force of capitalist society" (Westergaard, 
1970: 120). He argues that the cash nexus leads to a 
commitment by workers which is 'brittle'; "if it does snap, 
there is nothing to bind the worker to his acceptance of 
the situation" {1970: 120}. Blackburn had pointed to the 
highly conditional commitment of the workers at Luton when 
the vauxhall plant was the subject of a strike shortly after 
the Luton researchers completed their interviewing 
(Blackburn, 1967). Goldthorpe replied that such action 
was understandable, given that the dissatisfactions which 
prompted the strike were economic ones (Goldthorpe et al., 
1968: Appendix D). Westergaard argues however, that the 
causes of stoppages are unimportant, in themselves, what 
is important is the degree to which concern over wages can 
lead to a consideration of wider issues of coercion and 
exploitation {1970: 121). He suggests that the low level 
of commitment and the highly conditional sentiments of 
attachment expressed by the men at Luton indicate the 
potential for class based action. A concern with individual 
'projects' and an instrumental orientation to work, argues 
Westergaard, are not inimicable to the development of a 
working class consciousness. 
"The prospects for a radicalization and politic-
isation of protest lie just in the conjunction 
of such discontent, rooted directly in the 
relations of production, and with the frustration 
of rising demands concerned with the world outside 
work" {1970: 133). 
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The research methods adopted for use at Luton, 
the nature of the research context, the peculiarities of 
the sample, and the inferences drawn from the research 
findings have all been subject to criticism. Much of the 
criticism reflects the fact that the Luton researchers had 
a research agenda whi'ch encompassed not only a concern with 
industrial attitudes and behaviour but also with changes in 
the British social structu~e, specifically the class 
structure in the mid 1960's. Many of the criticisms noted 
above informed the design of the research, and execution 
of the present research. In the subsequent discussion of 
results, the inferences drawn from the interview data 
and the conclusions made have all been influenced by 
consideration of these criticisms. 
Nonethe s, that the Luton research and 
''The Affluent Worker Study' did draw such a response 
is indicative of the impact of the study on the discipline 
of Sociology generally and, in particular, Industrial 
Sociology. Rose acknowledges that, "even the sharpest 
critics of the Luton research regard it as the most 
important contribution to British industrial sociology 
of the 1960's" (1978: 232). However, while acknowledging 
the impact of this study, it should be noted that a very 
substantial body of work had accumulated prior to the 
Luton research, which recognised that organisational 
behaviour could not be accounted for without paying some 
attention to factors outside the organisation (Rose, 1978: 
230). Of these 'informally actionalist' studies, Rose 
isolates Chinoy's Automobile Workers and the American Dream 
(1955) as the most impressive. In this study, Chinoy 
suggests that the nature and level of workers' aspirations 
follow the pattern of the life cycle, workers constantly 
redefining their situation and objectives in the light of 
their changing occupational and community status. The use 
of an 'action' approach in Industrial Sociology is imputed 
by Silverman to Cunnison (1966) and to Gouldner (1965). 
cunnison found that the nature of the ends which workers 
and managers brought to their social situation within the 
organisation determined how they reacted to it (Silverman, 
1968: 235). In Gouldner's study of a wildcat strike at a 
gypsum mine, he rejects explanations in terms of the 
organisation as a system and seeks instead an analysis which 
describes, and attempts to explain, the actors' changing 
interpretations of the situation (see Silverman, 1970: 155). 
This concern with extra-organisational factors and 
with individual orientations has continued to play a major 
role in Industrial Sociology and in the study of industrial 
relations since the Luton research. Alan Fox expanded the 
concept of orientations to work to include substantive and 
procedural orientations (Fox, 1971: 8). In Fox's 
conceptualisation, substantive orientations are those which 
an individual brings to the work situation. If a worker 
aspires to improve his position to one or more of the 
quantitative or qualitative dimensions of work, for example 
wanting more money or more challenging work, he may be said 
to have substantive orientations~ But, besides having 
orientations toward the substantive outcome of the decision 
making procedures which determine the nature and rewards of 
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work, the individual may also be said to have orientations 
towards the nature of the decision making procedures 
themselves; in other words he has procedural orientations 
(FO:X·, 1971: 8-1 0) • 
Ingham also had elaborated on the ideal types 
presented in 'The Affluent Worker Study', suggesting that 
orientations can be of a positive nature, in which case 
individuals have a moral involvement in their employing 
organisation, or that they can be of a negative nature 
in which case the individual's involvement is alienative 
(Ingham, 1967). Ingham also suggests that instrumentalism 
and economism may vary independently(Ingham, 1970), that 
worker expectations should be assessed according to the 
priority given to both economic and non-economic rewards, 
a low priority given to non-economic rewards characterising 
an 'expressive' orientation and a low priority, the 
'instrumental' orientation. 
These changes in the typology initially adopted by 
Gold thorpe et aZ.. overcome the limitations imposed by the 
initial dichotomy between solidarism and instrumentalism. 
In discussing the results obtained from the interviews with 
respondents at Imlay and Islington, the nature of workerst 
orientations will become evident. The review of developments 
in Industrial Sociology suggests that the action approach 
has a proven utility in the study of industrial attitudes 
and behaviour, and it is to these specifically industrial 
attitudes that attention is directed in the following 
chapter. 
CHAPTER 3 
INDUSTRIAL ATTITUDES AND BEHAVIOUR 
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In this chapter the industrial attitudes and 
behaviour of freezing workers sampled at Islington and Imlay 
are discussed. Five distinct areas will be focused on: 
1. Attitudes to work. 
2. Attitudes to the work group. 
3. Attitudes toward supervision and to the firm. 
4. Attitudes toward the union and union involvement. 
s. Attitudes toward, and perceptions of, industrial 
conflict. 
In focusing on each area, the empirical correlates of an 
instrumental orientation will be described and data 
introduced in order to test for the existence of 
instrumental attitudes. 
1. Attitudes to work 
The instrumental worker is one who sees work primarily 
as "a means to an end, or ends, external to the work 
situation" (Goldthorpe et a'l., 1968: 38). The worker seeks 
only extrinsic rewards from work, and satisfaction or 
dissatisfactions are likely to result from the presence or 
absence of such extrinsic rewards. Employment has primacy 
over work; in ·other words, work is seen as labour and the 
expenditure of effort is part of a money-for-effort bargain. 
The worker, in short, is 'economic man' seeking to maximise 
the extrinsic rewards that accrue from employment and 
minimising the costs incurred through the expenditure of 
~in work. It follows that, in Goldthorpe et a'l. 's 
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formulation, "the question of satisfac~ion from work cannot 
in the end be usefully considered except in relation to the 
more basic question of what we would term orientation 
towards work" (1968: 36}. An action approach to work 
treats wants and expectations as culturally determined 
variables and, for individuals, production or activity in 
the work sphere is inextricably linked to consumption, or 
activity in the community. 
In reviewing the responses of the workers at 
Islington and Imlay to their jobs, the focus will be on 
three areas. Firstly on the spheres of job choice, job 
occupancy and job quitting; secondly on the experience of 
work; respondents' perceptions of monotony, skill, danger 
and levels of interest; and thirdly on the bases of job 
satisfaction and dissatisfaction. 
a) Job choice, job occupancy and job quitting 
Why do men choose to work in the freezing works and 
what makes them stay? The typically instrumental worker 
chooses work primarily out of a desire for high extrinsic 
reward and will, presumably, st~y as long as the rewards 
that accrue to him are higher than those he can get 
elsewhere. In this respect at least, workers at Imlay and 
Islington appear to be instrumental. Two questions were 
asked to determine the primary bases 9f job choice .and 
continued job occupancy, "Why did you come to work here at 
Islington/Imlay (followed by the probe question: Why to 
this works rather than to somewhere else?) Respondents were 
also asked "Why do you stay here at Islington/Imlay? 
Money was the major reason for choosing to work in the 
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industry for both the men at Imlay and Islington, although 
there are marked differences between the two samples (Table 
3.1). Money was mentioned as a factor by 57% of the 
respondents at Imlay and 37% of the Islington men. 
characteristic comments were ones such as the following: 
11 Why? The money was the big attraction for 
a starter and the conditions." 
"Well, I left Borthwicks and •.• I was just 
married and I wanted a quid and I didn '.t want 
to go back on the chain and there was vacancies 
here so I come along and asked for a job in the 
freezer - I knew there were six vacancies the 
year I started, there were six vacancies so I 
was just one of the lucky ones." 
"I'm pleased I'cam here. I only work contract 
hours - you go from seven in the morning till 
half-past-one at 'the latest and I'm really keen 
on horses so in the afternoon I work all my 
horses .•.• and for the money I get and all the 
worries you get with your own business - you're 
better off here - you've got no worries here -
they worry about everything else for you." 
"I've got to be honest- I wanted the big dough." 1 
Money is one of the reasons for job choice in all of the 
above, although each respondent obviously had his own 
reasons relating to his own circumstances at the time. 
This discrepancy between the two samples, in regard 
to the numbers mentioning money, may relate to the differing 
contexts in which the choice of job is made. For the Imlay 
workers it would appear that choices are made between 
differing areas of employment primarily on the basis of 
these employment sectors offering differing levels of 
reward. 
1 
The way this response is phrased indicates the difficulties 
inherent in questions that deal directly or indirectly 
with money. 
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Table 3.1 Reasons for job choice 
"Why did-· you come to work here?" 
Imlay Islington 
N == 100 N == 78 
Percentage of workers mentioning 
Money {only reason) 15 15 
Money (mentioned with others) 42 22 
Friends here 13 23 
Relations here 13 12 
Residential Proximity 6 31 
Security/Promotion 13 9 
Nature of Work 28 26 
Good hours 3 5 
Nothing better available 12 4 
Other 17 12 
For the Islington ·workers the choice of job would 
appear to be as deliberate, but complicated by a number of 
other factors. In a city the size of Christchurch, there 
are a larger number of different employment opportunities 
and correspondingly different levels of reward offered. 
The choice of job will therefore be determined by a wide 
range of factors such as the distance one has to travel from 
home and the nature of one job as opposed to another. The 
wider the range of employment opportunities, the more 
complicated one's choice of work is likely to be. More of 
the Islington workers live in the suburbs surrounding the 
Islington works than in other Christchurch suburbs (see 
Chapter Five).· It appears from Table 3.1 that this factor 
was important in determining their choice of job, 31% giving 
residential proximity to their place of employment as the 
reason for their choice. 
The next most often given reason was the nature of 
the work. The prevalence of this response may r~present an 
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acknowledgement on the part of workers of their low job 
market utility, or it could indicate that for some, the 
freezing works offers the type of employment they desire. 
For a shop butcher seeking a break from the domestic retail 
trade, the boning room at a freezing works is a place where 
he can continue doing what he does best. For a high country 
shepherd used to working with stock, the stockyards at a 
freezing works enable him a~so to continue doing what he 
does and what he likes best. It ·should also be noted in 
this respect that 31 of the Islington respondents (17.4% of 
the sample) had worked in the freezing industry before and 
would therefore be likely to state the reason for their 
choice of job by reference to the nature of the work, of 
which they had had previous experience. While marked 
variations in responses between the two works are evident 
it is clear that for a majority of the workers the 
attraction of the work lay in its capacity to meet their 
demands for extrinsic rewards, that is, rewards that were 
realised outside of the work place. 
Money was given by a majority at both Islington and 
Imlay as their primary reason for continued job occupancy 
(Table 3.2). Once again, however, considerable variation 
in replies between the two works is evident. While 67% of 
the Imlay workers gave money as a reason for continued job 
occupancy, only 37% of the Islington workers gave a similar 
response. As with the responses given to the question on 
the reasons for job choice, the Islington responses are 
extremely varied. Residential proximity is once again given 
by respondents as one of the primary reasons for staying in 
Table 3. 2 Reasons for staying in present employment 
"Why do you stay here?." 
Imlay 
N = 100 
Islington 
N = 78 
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Percentage of workers mentioning 
Money (only reason} 17 9 
Money (mentioned with others) 50 28 
Security 18 14 
Good Physical Conditions 6 4 
Good workmates 15 24 
Too old to move 5 8 
Convenient hours 9 6 
Good relationship to employer 5 4 
Nature of work 15 21 
Chances of Promotion 4 1 
other 14 27 
Residential Proximity 5 30 
Like the job 16 15 
their jobs. It was suggested in commenting on the replies 
to the question on job choice that the urban location of the 
Islington workers meant that a wider range of employment 
opportunities were available. The choice of job was still 
based largely on extrinsic criteria but there were a number 
of such criteria that appeared to be balanced against one 
another. Similarly in stating their reasons for continued 
job occupancy it appears that, while the primary reasons 
given are extrinsic, they lect consideration of more than 
just money, a wider appreciation of costs that potentially 
might be incurred in leaving their employment. For example, 
73% of the men at Islington owned their own homes as 
compared to 57% at Imlay. For those at Islington who owned 
a house close to their place of work, as many did, their 
continued occupancy of their jobs represents a continued 
financial and emotional investment in the community. 
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The following transcripts of replies to this question 
are representative of the types of responses discussed above: 
"The job suits me, it's handy to horne - I quite 
like it - it' s good money. 11 
"It's the money in the Freezer." 
"Well I bought a house out here to be close to 
work after I got married- I'm satisfied with 
the money - I can't see how I could improve on 
it in any way." 
"I live nice and handy to the place and I like 
the job that I'm doing and the money's there 
too- that's the big factor, money ... but it•s 
no use having the big money if you don't like 
the job." 
"I like it out here - a good bunch of guys to 
work with - a lot of fun and it comes back to 
the good money - well when you're here - as 
long as you can get a job in the off season. 11 
"Well, it's so handy to horne and that's it. 
It's no good touring all over the bloody country." 
Kerr Inkson, in his study of Otago/Southland freezing 
workers, also asked workers why they stayed in their jobs, 
in order to determine the primary bases of continped job 
occupancy. The freezing workers in Inkson's samples 
referred predominantly to the level of pay as the only reason 
for staying in their present employment (Inkson, 1979: 94). 
The differences between the Inkson findings and those from 
the present study are presented in Table 3.3. These 
differences suggest that the instrumental mode of the 
workers ~n the Otago/Southland samples is clearly one 
more orientated toward pay. However, the workers interviewed 
by Inkson and the workers interviewed in the course of the 
present study are similar in that their continued job 
occupany is determined mainly by reference to extrinsic 
criteria. 
1 
Table 3.3 
Comparison of Imlay and Islington samples (freezing workers only) 
and Inkson samples on reasons for continued job occupancy. 
Freezing workers· 
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Imlay Islington Otago/Southland 
N = 92 N = 70 'N= 133 
Percentage of workers mentioning 
Level of pay 
Security 
67 36 86 
Fair employer/loyalty to employer 
Nature of work 
Lives near employment 
Good physical conditions 
Good workma tes 
19 
4 
15 
5 
5 
13 
13 2 
3 1 
16 6 
31 4 
4 7 
24 6 
Too old to move 5 7 1.5 
Have to work, nothing 
better available 
Habit, no reason to move 
Chance of promotion 
Convenient hours 
Like the job1 
Other 
3 
10 
15 
14 
1 
7 
17 
28 
This general category is included because in a number of cases 
respondents replied in this way without specifying what exactly 
it was that they liked about their jobs. 
5 
1 
4 
2 
Comparison of two New Zealand Samples on Reasons relating to Pay 
As a Percentage of all reasons for staying in present employment 
Ink son 
sample Imlay Islington Total 
N = 133 N = 92 N = 70 N=l62 
Level of pay and nothing else mentioned 62 19 10 15 
Pay mentioned with others 24 49 26 39 
Level of pay total 86 68 36 54 
While extrinsic factors appeared to account for. 
job choice and continuing job occupancy, the workers 
interviewed appeared to be satisfied with these rewards 
to the point of staying in their current employment. 
By asking the question "Have you, at any time, ever 
thought seriously of leaving your present job here at 
Islington/Imlay?" workers' attitudes toward job quitting 
were assessed. Both groups'of workers responded in a 
similar fashion; 76% of the Imlay workers saying that 
they hadn't thought of leaving, and 67% of the Islington 
workers stating the same response (Table 3.4). 
Table 3.4 Attitudes toward leaving present employment. 
"Have you ever thought seriously of leaving 
your present job here at Imlay/Islington?" 
'Have thought of leaving' 
Yes 
No 
Imlay 
n = 100 
% 
24 
76 
Islington 
n = 78 
% 
33 
67 
Workers were also asked if they would change jobs 
in return for a short-term monetary gain. They were 
asked, 11 If you were offered $20 more per week at another 
works but it meant losing your seniority number, would 
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you take the.job? 11 Once again, both groups of workers 
appeared content to stay in their present jobs2 
(Tab 1 e 3 . 5) • 
Table 3.5 Attitudes toward alternative employment offers. 
"If you were offered $20 more per week at 
another works but it meant losing your 
seniority number, would you take the job?" 
"Would shift for 
$20 more" 
Yes 
No 
undecided, Don't.know 
No response/Non applicable 
Imlay 
N = 100 
% 
11 
76 
16 
16 
Islington 
N 78 
% 
15 
49 
17 
19 
Only 11% at Imlay and 15% at Islington said that they 
would be prepared to move for short-term gains. A 
longer season at the works, and some degree of security, 
were more important than high wages in the short term for 
these men. 
96 
2 
It should be noted, however, that for workers with "low" 
seniority numbers, the costs in moving would be·far 
less, and responses might differ from such a group. 
b} The experience of work 
To gain an impression of workers' experiences of 
the job, questions were asked on how respondents assessed 
their jobs in terms of levels of monotony and interest, 
levels of skill, and the degree of danger involved in 
carrying out their work tasks. Results from these 
questions and other attitudinal questions are analysed 
by reference to both works, Islington and Imlay, and by 
a three-way breakdown across job~ over the total sample. 
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An intra-plant breakdown was used by North in a study of 
job satisfaction among workers from two Canterbury freezing 
works (North, 1979). He divided his sample in two ways. 
Firstly onthebasis of the technological constraints on, 
and the location of, jobs within plants; and secondly 
on the basis of Requisite Task Attribute index scores. 
He was thus able to analyse results by a breakdown into 
'on-chain'workers, 'off-chain' workers, and tradesmen, 
and by scores from the RTA index into high, medium and 
low levels of functional specialisation. 
Following the former of thes~ two approaches, 
data are analysed according to a three way breakdown into 
'on-chain' and 'off-chain' workers, and tradesmen. This 
approach, it was hoped, might have some utility in detecting 
differing patterns of responses in different technical 
environments, both in respect to the experience of jobs and 
wider attitudes toward the firm and towards unions. Use of 
this approach also complements Inkson's analyses of freezing 
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workers, as in drawing his samples Inkson confined his 
sampling population to members of the New Zealand Meat 
workers Union. The three-way breakdown is shown below. 
Table 3.6 Sample breakdown by Departments into 'on-chain' workers, 
1 
1 
'off-chain' workers, and tradesmen. 
On-Chain Off-Chain Tradesmen 
Mutton Tradesmen 29 Shepherds 4 16 
Beef Tradesmen 17 Yard 6 
Boning Room 23 Preserver 3 
Mutton Assistants 20 Rendering 5 
Small Goods 9 
Wool 13 
Pelts 3 
Freezer 15 
Guthouse 5 
Casings 8 
Other 2 
Total 89 Total 73 Total 16 
While analysis based on this breakdown might indicate the influence 
of differing technological environments within plants, it should be 
noted that this breakdown represents a broad classification by 
works departments and that within each department there may be 
variations in the types of jobs performed, in levels of skill, and 
in conditions under which jobs are performed. Even with this 
proviso, such a breakdown represents an advance on studies which 
measure the effect of technology between plants by reference to the 
major production tasks of those plants (e.g., Woodward's 
distinction between batch, process and mass production; 1970, p. 40). 
A majority of the men at Imlay and 46% of the men at 
Islington said that they found their jobs to be monotonous, 
at one time or another (Table 3.7). 
Respondents were also asked to rank their jobs 
according to levels of skill and levels of interest. 
Two questions were asked, firstly "Looking at your job, 
Would you say that it's a skilled one? Would you say then 
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Table 3.7 Number of workers experiencing their jobs as IIDnotonous 
Imlay 
N=lOO 
% 
Islington 
N= 78 
% 
"Is your job nnnotonous?" 
Yes 
No 
54 
46 
44 
56 
that it's skilled, semi-skilled or unskilled?" and secondly 
"Would you say that your )ob is very boring, midly boring, 
mildly interesting or very interesting?" A majority at both 
works assessed their jobs as skilled or semi-skilled 
(Table 3.8), only 16% at-Imlay described their jobs as 
unskilled, and 35% at Islington responded in a similar 
manner. 
Table 3.8 Assessment of skill levels in 
Imlay Islington 
N=lOO N = 78 
Level of skill % % 
Skilled 43 44 
Semi-skilled 41 22 
Unskilled 16 35 
The differences between numbers assessing their jobs as 
.unskilled at the two works is an interesting one. Two 
possible explanations were countenanced, firstly that the 
two samp were different in some way, that more workers 
from skilled jobs had been selected at Imlay than at 
Islington. Table 3.9 shows, however, that the two samples 
were very similar in terms of the numbers working in 
~ TH~ UBMft't· 
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Table 3. 9 Three-way breakdown of jobs bl': works 
Imlay Islington 
N=lOO N = 78 
% % 
On-chain 52 47 
Off-chain 40 42 
Tradesmen 8 10 
'on-chain' jobs, in 'off-chain' jobs or as tradesmen. 
secondly the two samples could manifest differences in terms 
of worker expectations. Jobs presently held might be more 
or less skilled relative to jobs previously held. In terms 
of job histories (in this case the job held for the longest 
period of time before entering the freezing industry) the 
men in the two samples were different in a number of 
respects (see Table 3.10). Of the Islington workers 35% had 
worked in jobs that were classed as skilled as compared to 
25% of the Imlay workers. These differing patterns of 
experience between the two samples could explain some of 
the variation in assessment of skill levels. 
Table 3.10 Longest previous job held by workers at Imlay and Islington 
* 
Job Type* 
1. Professional 
2. Proprietor and Manager 
3. Rural 
4. Office and Sales 
5. Skilled Manual 
6. Semi-skilled Manual 
7. Unskilled manual 
Non-applicable, no response 
Imlay 
N=lOO 
% 
30 
6 
25 
31 
2 
6 
Coded according to Congalton-Havighurst Scale (1954). 
Islington 
N 78 
% 
6 
17 
4 
35 
26 
6 
6 
101 
In reply to the question asking respondents to assess 
their jobs as 'interesting' or 'boring', a majority answered 
that they found their jobs to be 'very interesting' or 
•midly interesting' (Table 3.11). Only 32% at Imlay and 
28% at Islington assessed their jobs as 'very boring' or 
•mildly boring'. 
Table 3.11 Respondents' assessments of interest levels in jobs 
"How would you rate your job?" 
very boring 
Mildly boring 
Mildly interesting 
Very interesting 
Don't Know 
Imlay 
N=lOO 
% 
7 
25 
48 
14 
6 
Islington· 
N = 78 
% 
5 
23 
56 
10 
5 
One further job description question was asked. 
Respondents were asked "How dangerous is your job, would 
you say very dangerous, dangerous, a little dangerous, 
fairly safe or very safe?" In the introduction it was 
noted that the freezing industry manifests high accident 
rates, indicative of what Turkington terms high levels of 
individual conflict. Accepting that accident levels might 
indicate some deeper industrial malaise, it is still the 
fact that certain industries by virtue the work performed 
Within them are dangerous to work in. That the freezing 
industry is a dangerous place to work in was freely 
acknowledged by respondents from both works. At Imlay 50% 
of the workers assessed their jobs as entailing some level 
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of danger as did 52% at Islington (see Table 3.12). 
Table 3.12 Respondents' assessments of danger levels in jobs 
Imlay Islington 
N=lOO N = 78 
% % 
"How dangerous is your job?" 
Very dangerous 10 12 
Fairly dangerous 11 21 
A little dangerous 29 19 
Fairly safe 43 39 
Very safe 7 10 
The researchers at Luton used as one basis for their 
adoption of the instrumental type the fact that different 
technologies did produce different responses to the job, 
but that these differences were not manifested in 
qualitatively different assessments of the firm or the 
union ( 19 6 8 : 112). A number of differences in responses 
across different technical environments were detected when 
the 'job description' responses were analysed through the 
'on-chain • , 'off-chain 1 , tradesmen breakdown. As might be 
expected, 'on chain' workers expressed the sentiment that 
work was monotonous to a far greater extent than did 
'off-chain' workers or t:rr.adesmen. As Table 3. 13 indicates, 
these 'on-chain' workers were the only group in which a 
majority stated that they found the job monotonous. 
However, this same group of men were more likely than 
the 'off-chain' workers to assess their jobs as interesting. 
Table 3.14 shows that 63% of the 1 on-chain' workers assessed 
their jobs as being 'interesting' in some way, compared to 
103 
Table 3.13 Experienced level of monotony by work environment. 
"Is your job monotonous" 
Yes 
No 
'On-chain' 
N = 89 
% 
55 
45 
'Off-chain' 
N = 73 
% 
49 
51 
Tradesmen 
N = 16 
% 
19 
81 
59% of the 'off-chain' workers and 94% of the tradesmen. It 
seems from these results that responses are contradictory. 
However, it may be that the skills involved in doing 
repetitious tasks remain high. It may also be the case that 
in professing a high degree of 'interest', workers are 
including some assessment of the levels of social 
interaction on the job. Those departments within which work 
is most repetitious may also be the ones in which there 
exists a greater propensity for social interaction. 
Table 3.14 
"How would you rate your 
Very boring 
Mildly boring 
Mildly interesting 
Very interesting 
Don't Know 
job?" 
interest 
'On-chain' 
N = 89 
% 
9 
21 
49 
16 
7 
work environment. 
'Off-chain 
N 73 
% 
4 
33 
56 
3 
4 
Tradesmen 
N = 16 
% 
56 
38 
6 
Workers in 'on-chain' jobs were more likely to assess 
their jobs as skilled than were the 'off-chain' workers 
(Table 3.15). 
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Table 3.15 Self-assessed levels of skill by work environment 
'On-chain' 'Off-chain' Tradesmen 
N :::: 89 N = 73 N = 16 
% % % 
Skilled 53 22 88 
Semi-skilled 28 44 6 
unskilled 19 34 6 
one beef butcher who worked in the chain remarked, "I've 
always liked beef butchering, it's one of the few places 
where you keep your skill." While 53% of the 'on-chain • 
workers assessed their jobs as skilled and 22% of the 
'off-chain' workers responded in a similar manner, the 
tradesmen stand out in this respect - 85% of these men 
stating that their jobs were skilled. While these 
responses by tradesmen may be simply descriptive, if there 
is implicitly an evaluative component, this would suggest 
some level of status awareness related to skill. 
As Tab 3.16 indicates, the 'on-chain' workers and 
the tradesmen were more likely than the 'off-chain' workers 
to assess their jobs as being dangerous. 
Table 3.16 Self-assessed levels of danger by work environment 
"How dangerous is your job?" 
Very dangerous 
Fairly dangerous 
A little dangerous 
Fairly safe 
Very safe 
'On-chain' 
N = 89 
% 
12 
20 
25 
38 
5 
'Off-chain' 
N = 73 
% 
7 
10 
25 
45 
14 
Tradesmen 
N 16 
% 
19 
13 
25 
38 
6 
While 57% of both the 'on-chain' workers and tradesmen 
perceived some level of danger in their jobs, 42% of the 
•off-chain' workers responded in a similar vein. 
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In the light of these job description findings, 
two points need to be raised. Firstly, the instrumental 
orientation to work is one in which work is defined 
essentially as a mandatory. and instrumental activity, 
rather than as an activity valued for itself. It follows 
from this definition that "the ego-involvement of workers 
in their jobs ..• is weak" (Goldthorpe et al., 1968: 39). 
From the findings discussed above, what can be said about 
the levels of 'ego-involvement' in their jobs by the men 
at Islington and Imlay? In one way ego-involvement is 
high. In a.very crude sense the freezing worker who is 
not involved in his immediate work tasks is a freezing 
worker in danger of losing a finger or an eye. The data 
presented indicate that the men at both works were well 
aware of just how dangerous their jobs could be. In a 
comment on the orientations to work of trawlermen, Salaman 
suggests that high emotional involvement in work (ego-
involvement) need not mean that those involved find work 
satisfying or enjoyable (Salaman, 1974: 53). For trawler-
men and for freezing works alike, danger is inherent in 
work, although absolute levels of danger are higher in the 
former occupation. 
Levels of skill, of monotony and interest, and of 
danger differ in respect to respondents' places in different 
technical environments. The important question is, to what 
extent do these differences in the experience of work become 
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manifest in issues of wider reference. 
The second point to be made anticipates the 
discussion of the patterns of sociability among the men 
at Islington and Imlay in Chapter Four. One of the major 
factors in the determination of 'occupational communities' 
is involvement in work tasks by members of an occupation. 
salaman suggests that levels of danger, involvement in 
skilled work, and work that 'takes place under extreme 
conditions of some sort are all 'involvement arousing' 
factors (Salaman, 1974: 28). While a wider examination of 
the degree to which freezing workers constitute an 
occupational community will not be undertaken at this point, 
it should be noted that the men in both the Islington and 
Imlay samples assessed their jobs as dangerous and as 
skilled. These responses suggest some basis for the 
exi-tence of a sense of occupational community. 
c) Sources of satisfaction and dissatisfaction 
Work based measures of job satisfaction have been 
used on samples of men in the freezing industry. Inkson 
used the Cornell Job Descriptive Index (JDI) and North 
used a slightly modified version of two scales, the 
Requisite Task. Attribute Scale (RTA) and the Job Diagnostic 
Survey (JDS) (see Inkson, 1977b; and North, 1979). 3 
Inkson found that New Zealand workers generally .had lower 
job satisfaction scores than the mean levels from a U.S. 
3 
On the JDI see Smith, Kendall and Hulin, The Measurement 
of 'Satisfaction in Work and Retirement, Rand McNally, 
Chicago, 1969. On the RTA scale see Turner and Lawrence, 
~dustrial Jobs and the Worker, Boston 1965, and on the 
JDS, Hackman and Oldham in the Journal of lied 
!:sychology _1975, 60(2). 
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sample, and that freezing workers specifically scored highly 
only in respect to satisfaction with pay. However, Inkson 
urges caution in the use of psychological measures of job 
satisfaction and notes that overseas researchers (Katzell 
et al., 1961; Turner and Lawrence, 1965; and Hulin, 1966) 
suggest the possibility that job satisfaction is negatively 
correlated with indices of community prosperity and 
pleasantness, evidence that the spheres of work and community 
are linked and that wants and expectations may be culturally 
determined {Inkson, 1979: 75}. 
Inkson also used a direct question on job 
satisfaction. He asked the men in his samples from two 
Otago/Southland works, "Overall how do you feel about your· 
job, would you say very satisfieq, fairly satisfied, rather 
dissatisfied, or very dissatisfied?" On the basis of the 
question, the freezing workers appeared to be high on 
satisfaction, 77% responding that they were 'very satisfied' 
or 'fairly satisfied'. 4 But Inkson suggests that a more 
detailed analysis of job satisfaction is needed, that "a 
full explanation requires an examination of the values, 
expectations and aspirations of ... various groups, and 
a more detailed examination of the specific sources of 
satisfaction and dissatisfaction" (1979: 78}. 
4 However Inkson notes, as do Goldthorpe et aZ. (1968), that 
questions such as these typically result in fewer than 25% 
of workers stating that they are dissatisfied, even in 
situations where deprivations on the job are experienced. 
Blauner suggests that in admitting dislike of a job the 
worker threatens his self respect {Blauner, 1960), Inkson 
that professed satisfaction may reflect acquiescence and 
tolerance (Inkson, 1979: 76), Baldamus that verbalised 
satisfactions are rationalisations (Baldamus, 1961), and 
Argyris and Fox similarly, that expressed satisfactions 
represent adaptive responses (Argyris, 1964; Fox, 1971). 
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In the Luton study, Goldthorpe et at. approached the 
issue of job satisfaction obliquely through the use of two 
questions which invited their respondents to compare the 
jobs they held at the time of interviewing with others 
they had held in the same firm, and others which might be 
regarded as potentially open to them in the firms they were 
with at that time (1968: 12). Inkson replicated these 
two questions and found that 48% of the men in his samples 
had held other jobs within the freezing works. Nearly 
one half of the men preferred their present jobs because 
they assessed their present jobs as extrinsically more 
rewarding, 45% of the 53 workers that preferred their 
present jobs did so for 'extrinsic' reasons (1979: 89). 
Of those who preferred some other job in the organisation 
(38% of the freezing workers interviewed), the majority 
stressed higher extrinsic rewards as a reason for preference. 
Inkson notes an interesting comparison with the car 
assemblers at Luton, who, when stating a preference for 
another job within the organisation, stressed intrinsic 
rewards in the majority of cases. The freezing workers 
appeared, in the light of their answers to this question, 
to be "an outstandingly extrinsically oriented group" 
(Inkson, 1979: 91). However, Inkson suggests that this 
extrinsic orientation can be seen as, in part, a function 
of organisational factors. At both plants in which he 
conducted interviews, there were variations and huge 
differentials across departments. 
"Discussions with management at the two freezing 
works showed that there were major differences 
between departments and between jobs in terms 
of the earning's opportunities they offered the 
workers. These differences were due to 
different award rates, bonuses, allowances, 
incentives, and contract payments." 
(Inkson, 1979: 91). 
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The structure of work (organisational factors) can determin~ 
the level of instrumentalism in the work force. Stone, in 
a paper on the origins of job structures in the United 
states steel industry, has argued that internal la~ou~ 
5 
markets operate so as to increase individual output. By 
playing on individual worker's ambitions, employers, Stone 
argues, seek to break down any sense of collectivity idea 
that might exist. Workers, once given a sense of vertical 
mobility, are encouraged to see their interests in an 
individual way, and management is given more leverage with 
which to maintain discipline. A work force characterised 
by homogeneity in terms of type of work performed and 
economic rewards accorded to this work is more likely to 
see its interests in collective terms. In the interest 
of industrial peace, management may balance the relative 
costs of division between men against the potential costs 
(to management) of a united work force. It is of interest 
to note that workers who have been seen as the most highly 
instrumental in both the Luton study and in New Zealand 
studies, namely car-assemblers and freezing workers, work 
in firms where there is a high degree of internal movement 
between jobs. At Luton; 70 of the 86 car assemblers had 
held different jobs in the same firm, and 48% of the 
freezing workers in Inkson's sample had likewise held other 
5 See Katherin~ Stone, "The Origins of Job Structures in 
the Steel Industry". Review of Radical Political 
Economics, Vol. 7(2), 
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jobs ._in the works. Inkson, on the basis of a communication 
with J. Goldthorpe, one of the senior authors of the Luton 
study, notes that inter-job differences in earnings in the 
car assembly plant were very small, and that the instrument-
alism of the car assemblers could not be traced to 
organisational factors. This suggests a contradiction in 
the Luton findings, or at least an unanswered question. 
If the instrumentalism of the car assemblers was highest 
and if 95% of them had changed jobs within their plants, 
why did they change; particularly since 77% of the car 
assemblers preferred some other shop floor job for intrinsic 
reasons. 
In his research, Inkson asked the freezing workers to 
compare the jobs they presently held with other jobs they'd 
held outside the industry. All subjects who identified 
previous jobs were asked "Did you like any of the other jobs 
more than the one you have now? Why was that?" (1979: 85). 
Of the freezing workers 126 had previous jobs and of these, 
62% preferred some previous employment, the majority for 
'intrinsic' reasons. When the frame of reference is 
extended outside the freezing works it is intrinsic rewards 
that are the basis for preferencei inside the works, jobs 
are evaluated according to extrinsic criteria. 
Inkson also asked the men in his Otago/Southland 
samples two further questions. These questions were aimed 
at revealing the sources of felt satisfaction and 
dissatisfaction by workers in their jobs. He asked firstly 
11 Can you tell me what the main things are you like about 
Your job?" and then "Can you tell me what the main things 
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are you don't like about your job?" Two similar questions 
were asked in the present study. Workers at Imlay and 
Islington were asked "What are the good things about your 
job? I mean, what do you like about your job?" and also 
"What are the .bad. things about your job? I mean, what do 
you dislike about your job?" 
The major source of satisfaction overall was 'good 
workmates' mentioned by 34 ··(34%)· of the Imlay workers 
and 29 (37%) of those at Islington (Table 3.17). 
Table 3.17 Sources of job satisfaction. 
"What are the good things about your job -
what do you like about your job" 
Number of times mentioned 
Imlay Islington Total 
Factor mentioned N=lOO N = 78 2 Works 
Good workmates 34 29 63 
Good pay 35 26 61 
Convenient hours 22 18 40 
Content/interest 12 9 21 
Variety 9 4 13 
Challenge/achievement 8 9 17 
Good physical conditions 12 6 18 
Autonomy 3 4 7 
Skill 3 1 4 
Easy/light work 6 4 10 
Good supervision 10 4 14 
Fringe benefits (e.g., 
clothing/lockers1 showers) 6 5 11 
Seasonality 1 2 3 
Security 3 - 3 
Nothing 5 5 10 
Don't know 1 - 1 
Others 1 6 6 
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However there was little difference, in terms of the 
total number of responses at both works, between this 
factor and good pay. In fact, more workers at Imlay 
mentioned this latter factor as a source of satisfaction. 
In Table 3.18, the findings from Imlay and Islington are 
compared with those from the Otago/Southland works studied 
by Inkson. Responses are categorised according to the 
intrinsic features of the work, the social and physical 
conditions, and extrinsic rewards and privileges. The 
findings show a remarkable degree of similarity between 
works samples. 
In Table 3.19, the patterns of responses to the 
question "What are the bad things about your job ... ?" 
are presented. The social and physical conditions of 
work are the primary causes of dissatisfaction among both 
groups of workers, although it should be noted that 36% of 
the Imlay respondents and 31% of the Islington men said 
that they could find no fault with their jobs, that there 
was nothing they disliked. (This is reflected in the low 
number of mentions per worker: 0.79.) In Table 3.20, the 
findings from this question are compared to those obtained 
by Inkson, however the breakdown into extrinsic factors, 
intrinsic factors, and social and physical conditions 
differs from the categorisation adopted by Inkson (1979: 
82). In his analysis of responses to this question, Inkson 
subsumed both extrinsic conditions (as categorised in 
Table 3.18) and social and physical conditions under the 
one heading - extrinsic conditions. The categorisation is 
not adopted in the present discussion of results. 
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comparison of Imlay, Islington and Inkson samples on perceived sources of satisfaction. 
liked about the job Features 
---Intrinsic features of the work A·~ 
variety 
content/Interest 
challenge/Achievement 
Autonomy 
Skill 
Easy/light work 
other 
Total 
B. social and Physical Conditions 
Good workmates 
Good supervision 
Good physical conditions 
other 
Total 
c. Extr~sic rewards and privileges 
Pay 
Convenient hours 
Security 
Perks and privileges 
Other 
Total 
D. Miscellaneous 
Nothing liked 
Don't know 
Others 
Seasonality 
Total 
Grand totals 
(excluding 'Nothing liked' 
and O.K. for Imlay & Islington) 
Intrinsic features as a 
Percentage of total 
Social and physical conditions 
as a percentage of.total 
Extrinsic rewards as a 
Percentage of total 
Miscellaneous 
as a percentage of total 
Freezing Worker 
Inkson sample 
N = 133 
Freezing Workers 
Imlay Islington 
N=100 N = 78 
Number of times mentioned 
17 
6 
2 
'4 
5 
6 
8 
48 
49 
9 
9 
4 
71 
71 
20 
1 
1 
1 
94 
7 
220 
19 
35 
43 
3 
100 
54 
9 
12 
8 
3 
3 
6 
41 
34 
10 
12 
56 
35 
22 
3 
6 
66 
(5) 
( 1) 
1 
1 
2 
165 
25 
34 
40 
100 
59 
4 
9 
9 
II 
1 
4 
31 
29 
4 
6 
39 
26 
18 
5 
49 
(5) 
6 
2 
8 
125 
25 
31 
39 
6 
101 
56. 
Total 
178 
13 
21 
17 
7 
4 
10 
72 
63 
111 
18 
95 
61 
40 
3 
11 
115 
( 1 0) 
( 1) 
7 
3 
10 
289 
25 
33 
110 
3 
101 
58 
Table 3.19 Sources of job dissatisfaction 
"What are the bad things about your job -
what do you dislike about your job?" 
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Number of times mentioned 
Imlay Islington Total 
Factor mentioned N = 100 N = 78 2·Works 
Monotony 15 11 26 
Content disliked 1 2 3 
Poor/dangerous 
pyysical conditions 20 21 41 
Uneven flow of work 2 2 4 
Poor/unfair supervision 5 2 7 
Workmates disliked 9 3 12 
Bad equipment 
(breakdowns) 6 2 8 
Bad weather 3 1 4 
Bad organisation 
(management} 6 8 14 
Too hard - 2 2 
Disputes, stoppages 4 2 6 
Poor pay 2 1 3 
Image of freezing works 1 1 2 
Hygiene regulations 
-
2 2 
Others 4 3 7 
Nothing bad 36 24 60 
115 
Inkson, in setting up a dualism between intrinsic and 
extrinsic conditions, includes under the extrinsic heading 
such factors as the conditions under which men work, the 
nature of supervision, and the style of organisation or 
management. In as much as all work is characterised by 
relations within organisations, vertically (between workers 
and management) , horizontally (between workers) and by 
reactions to the physical environment, to plant and 
machinery, these social and physical dimensions to work are 
intrinsic to the process of working. The use of the term 
extrinsic in the context of this thesis is reserved for 
those rewards derivable from work that have some utility 
outside of the plant. 
From Table 3.20 it can be seen that there are 
differences between the Inkson sample and the Imlay and 
·Islington workers. While the Otago/Southland workers were 
more likely to isolate the monotony of the work as a major 
source of dissatisfaction, the Imlay and Islington workers 
referred more often to the poor or dangerous conditions under 
which they worked; 62% of the workers at Imlay and Islington 
referred to these sorts of factors as opposed to 26% of the 
Otago/Southland workers. 
The social and physical conditions under which men 
work appear to be the primary sources of both satisfaction 
and dissatisfaction among the Imlay and Islington respondents. 
The perceived sources of satisfaction appear to be similar 
in both the Inkson and the present samples, but the 
sources of dissatisfaction appear to differ - workers at 
Imlay· and Islington finding the conditions under which work 
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Table 3.20 Comparison of Imlay, Islington and Inkson samples on 
perceived sources of dissatisfaction. 
Features not liked about the job 
A. Intrinsic features of work 
Monotony 
Content disliked 
Too hard 
Lack of autonomy 
Too easy 
Uneven flow of work 
Other 
Total 
B. Social and physical conditions 
Poor physical conditions 
Disliked workmates 
Poor unfair supervision 
Bad organisation management 
Disputes and stoppages 
Bad equipment 
Total 
C. Extrinsic conditions: 
Poor pay 
Inconvenient hours 
D. Miscellaneous and others 
not classifiable 
Grand Total 
A. Intrinsic features as 
a percentage of total 
B. Social and physical conditions 
as a percentage of total 
C. Extrinsic conditions as 
a percentage of total 
D. Miscellaneous etc. 
as a percentage of total 
Freezing 
Inkson sample 
N = 133 
workers 
Imlay and 
Islington 
N = 178 
Number of times mentioned 
45 
5 
8 
5 
3 
5 
4 
75 
15 
4 
9 
2 
7 
37 
1 
10 
11 
17 
140 
54 
26 
8 
12 
26 
3 
2 
4 
35 
41 
12 
7 
14 
6 
8 
88 
3 
3 
15 
141 
25 
62 
2 
11 
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is performed, rather than the content of work tasks, 
to be the primary source of dissatisfaction. 
That workers are concerned with the physical 
environment in which they work and with the ways in which 
work is organised is furth~r evidenced in replies to the 
question "If there was one thing about your job that you 
could change what would it be?" (Table 3.21}. The two 
factors mentioned most often. by workers are changes in 
equipment and changes in the organisation of work. In these 
responses again, the environment in which work tasks are 
carried out is given greater emphasis than the content 
or repetitious nature of work tasks. 
Table 3.21 Changes desired in jobs 
"If there was one thing that you could change about your job 
what would it be?" 
Desired change 
Money/different method of payment 
Better physical conditions 
Faster pace of work 
More job changes/enlargement 
Different organisation of work 
Better supervision 
Better equipment 
More convenient hours 
Other 
No desired change/Don't know 
Imlay 
N=lOO 
Percentage 
3 
8 
4 
4 
15 
7 
12 
5 
5 
42 
Islington 
N = 78 
mentioning 
6 
3 
5 
9 
12 
8 
17 
5 
12 
42 
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2. The Worker and his Workmates 
Work based friendships were one of the principal 
sources of satisfaction for workers at both Imlay and 
Islington. The nature of social involvements within and 
outside work is a critical feature distinguishing the 
instrumental worker from other workers. The typical 
instrumental worker does not see work as "a source of 
emotionally significant experiences or social relationships" 
(Gold thorpe et aZ., 196 8: 39) . The orientations of workers 
at Luton called into question the assumption that work 
is seen as significant in meeting the social needs of 
industrial workers. The.work situation may not be defined 
by workers as an appropriate milieu in which to realise 
social objectives. Goldthorpe et aZ. acknowledged that 
the technical environments of workers at Luton were not 
conducive to the creation of solidary work groups, that 
"the 'human relations' emphasis on the primary work group 
is somewhat misguided if only because in modern industry 
technological constraints often remove the possibility 
of such groups existing" (Goldthorpe et aZ., 1968: 48). 
However, the Luton researchers also indicated that the 
technological environment alone constituted an inadequate 
basis on which to explain shop-floor relations among 
workers (1968: 49), that, 
"men who view their employment in a largely 
instrumental way ... tend for the most part 
neither to anticipate, nor to experience 
any strong desire for, a high level of direct 
'social' satisfaction from the shared 
activities and relationships of their work-
place" (1968: 68). 
I I~ 
The fact that social relations among freezing 
workers were a primary source of job satisfaction suggests 
that the instrumentality of the Luton workers in this 
respect may not be evident among these workers at Imlay and 
Islington. Despite the existence of an assembly-line 
technology, it appears that workers are still able to derive 
some social satisfactions from the work environment. 
The extent of interaction on the job was assessed 
by means of the question, "On the job how much do you talk 
to your workmates? Would you say, a good deal, just now 
and then, or hardly at all?" Two thirds of the men at 
Imlay (66~) and 59% of the Islington workers said they 
talked 'a great deal' (Table 3.22). 
Table 3.22 Level of verbal interaction while on the job 
Imlay Islington 
Reported frequency N = 100 N = 78 
of talking to workmates % % 
A good deal 66 59 
Now and then 19 30 
Hardly at all 13 10 
Non applicable 2 1 
·Inkson asked men in his Otago/Southland samples the same 
question and found that 59% of the men at these works 
reported a 'great deal' of verbal interaction (Inkson, 
19 79: 107) . 7 Levels of interaction among freezing workers 
7 
The present writer's own experience of working on a 
freezing works chain reaffirms this fact. Verbal contact 
is high within groups on the chain. (On occasion, the 
whole slaughterboard may even literally break into song.) 
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appeared lower than in other occupational groups, but Inkson 
notes that the freezing workers felt most constrained from 
social interaction, and that noise levels and the fact that 
roen were 'too busy with the job' were given as the main 
inhibiting factors (1979: 10 8) • 
Levels of interaction appear to be high, but even 
among the Luton car assemblers, the most instrumental group, 
in Gold thorpe et at. 's sample, 60% reported 'a good deal' 
of verbal interaction with workmates (Goldthorpe et at., 
1968: 50). Goldthorpe et at. suggest that verbal 
interaction may merely be a means of counteracting the 
stresses and tedium of the job. In order to assess the 
degree of affective environment with other workers, the 
Imlay and Islington workers were asked "How would you feel 
if you were moved to another job in the works, more or less 
like the one you have now, but away from the men who work 
near you? Would you feel very upset, fairly upset, not much 
bothered or not bothered at all?n As Table 3.23 indicates, 
for the majority of the men interviewed, such a move would 
not be regarded as particularly upsetting at all. 
Table 3.23 Attitudes toward moving from jobs presently held 
Imlay Islington 
"How would you feel N = 100 N 78 
if you were moved" % % 
Very upset 3 4 
Fairly upset 22 28 
Not much bothered 24 13 
Not bothered at all 43 39 
Non applicable 7 14 
Don't know 1 3 
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only 25% of the Imlay respondents and 32% of the Islington 
respondents said that they would be upset if moved. 7 
Findings similar to these (27% of the freezing workers 
Inkson interviewed said they would be upset) have been 
interpreted as indicative of a low.degree of affective 
involvement among workers. Inkson suggests that, 
"it may be for many workers the presence of 
other workers around them which is important, 
takes the stressful edge off their work 1 and 
enables them to pass the time in social 
interaction; but that the actual identity of 
the other workers is unimportant, as the type 
of contact is casual and superficial, and 
does not carry any connotation of close 
affective involvement" (1979: 110). 
Findings such as these relating to workers' attitudes 
toward shifting do not take into account, however, the 
extent to which friendship and kinship networks extend 
outside of work's departments and into the plant as a whole. 
Table 3.24 
Imlay Islington 
N = 100 N = 78 
Number stated % % 
More than 2 67 52 
1 or 2 14 21 
None 19 27 
While 81% of the men at Imlay and 93% of the men at 
Islington said that they had at least one close friend 
working· near to them (Table 3.24) 1 when this question was 
7 Even so, only 19% of the watersiders, whom Inkson 
characterises as the most solidaristic of the 
manual groups he studied, said that they would be 
upset if moved to a job with new workmates not 
known to them (Inkson, 1979: 109). 
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followed by "Do you have any other close friends here at 
Islington/Imlay?", most men replied that they had friends 
outside of their own departments (see Table 3.25). 
Table 3.25 Number of workers in the plant as a whole 
regarded as close friends 
Imlay Islington 
N = 100 N 78 
Number stated % % 
Couldn't say 2 5 
More than 25 32 15 
21 - 25 5 3 
16 - 20 5 5 
11 - 15 11 6 
6 - 10 15 10 
1 - 5 20 35 
None 10 21 
In addition a large number of men at both works, 63% at 
Imlay and 51% at Islington, said that they had relations 
working within the plant. This factor was especially 
evident at Imlay where among the Maori workers in particular, 
acknowledgement of extended kinship networks within the 
plant was regularly made. These factors taken together 
suggest that the costs for a worker in moving from one job 
to another may not be high. They also suggest that the 
picture suggested by the instrumental ideal type, of a p~arit 
as a collection of individual workers pursuing private 
projects, is not a realistic one. 
There is evidence that work based friendships are 
carried over into the community. As a corollary of an 
instrumental orientation to work, Goldthorpe et aL. suggested 
123 
that "work experiences and relationships are not likely to 
be carried over into 'out-plant' life •.. workers lives are 
sharply dichotomised between work and non-work" (1968: 39). 
The workers at Imlay and Islington were asked, "Do you see 
(friends) outside of the works?" If respondents replied in 
the affirmative, a further question asked where workmates 
were encountered and for what purpose. Four different 
levels of association were defined as in the Luton study 
and in Ink son 1 s study (Gold thorpe et al., 19 6 8: 57; Inks on, 
1979: 112). Results obtained from this question are 
presented in Table 3.26. 
Table 3.26 Reported frequency of interaction with 
workmates outside of work 
Imlay Islington 
Highest level of N = 100 N = 78 
interaction reported % % 
No out of work contact 12 17 
Visiting at home 31 27 
Arranged outings 14 22 
Semi-casual meetings 40 31 
Casual meetings 3 4 
11 Semi-casual meetings" referred to meetings at pubs, clubs, 
sports clubs and other places frequented by men from the 
works, "casual" meetings to chance meetings in the street,, 
while shopping etc. Only 12% of the workers at Imlay and 
17% of those at Islington said that they had no out of work 
contact with friends from work, and 85% at Imlay and 80% at 
Islington reported at least semi~casual meetings with 
friends from work. 
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Clearly then the division between work and non-work 
suggested by the instrumental type is not in evidence. 
These findings support those of Inkson who found that the 
work/home split was not evident in any of the four 
industrial groups that he studied. The freezing workers 
interviewed by Inkson showed levels of out of work inter-
action with workmates similar to those at Islington and 
Imlay. Eighty-three per cent of the workers in the Otago/ 
southland sample reported at least semi-casual meetings with 
other workers. 
Levels of interaction within the plant, and the fact 
that work and non-work do not appear to be radically 
separate spheres of activity, suggest that in their 
attitudes toward their workmates the freezing workers at 
Imlay and Islington are not instrumental in this respect 
at least. The frequency of verbal interaction was high, 
an overwhelming majority of the men had close friends among 
the men they worked with, most had relatives within the 
plant and there appeared to be high levels of out of work 
contact. In addition, it appeared to be the case that 
friendship networks spanned different works departments, 
which is to be expected given that 58% of the men at 
Islington and 35% of those at Imlay had worked in departments 
other than the ones they were working in at the time 
interviewing took place. 
One additional finding needs to be noted. Replies 
to the question which asked workers the extent of their 
friendships within the plant were analysed by way of the 
three-fold breakdown into "on-chain" workers, "off-chain" 
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workers and tradesmen. From Table 3.27 it can be seen that 
the tradesmen as a group are less likely than any other to 
have close friends within work. In part this might reflect 
the nature of the work tasks performed by these men. 
Tradesmen tend to work alone and move around the plant in 
numbers of different jobs. Tradesmen are not, therefore, 
working in conditions conducive to the formation of social 
ties with other workers. 
Table 3.27 Number of fellow workers regarded as close friends 
by work environment. 
'On-chain' 'Off-chain' Tradesmen 
N = 89 N 73 N ::: 16 
Number stated % % % 
None 9 16 38 
1-5 24 32 19 
6-10 7 18 25 
11-15 6 15 
16-25 13 4 6 
Over 25 35 15 13 
Couldn't say 7 
However, it was also evident in talking to these men that 
they felt as tradesmen qualified in specific 'crafts', that 
their self defined occupational role was not confirmed 
either in terms of the nature of the work they did or in 
terms of their relations with other groups within the works, 
particularly management. A lack of consultation, according 
to the tradesmen, resulted in poor planning and in their not 
seeing any long-term benefits from their labours. This 
group, more than any other, more closely approximated the 
work/non-work_split which is characteristic of an 
instrumental orientation. The basis for this low level 
of affective involvement may lie in the intrinsic costs 
accruing to this group of workers in the course of their 
jobs. 
3. The Worker and the Firm 
Supervision 
Supervision for the instrumental worker is one of 
the costs incurred in carrying out his job. As long as 
he is doing his job, the instrumental worker will regard 
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the good supervisor as one who leaves him alone to 'get on 
with it'. A relationship with any supervisor is character-
ised by the same elements as the worker's contract with 
himself and with the firm. He works for money and he 
remains at his job in order to maximise the economic rewards 
that accrue to him. Social fulfilment is to be gained 
outside of the plant. The worker will not, therefore, look 
toward his supervisor to gratify a need for meaningful 
affective relationships, these are to be found outside of 
the plant. 
Goldthorpe et aZ., in studying attitudes toward 
supervision at Luton, found that most of the workers (with 
the exception of the craftsmen and the white~collar workers, 
in the sample) viewed supervision in an instrumental wayi 
"A civil and pleasant supervisor may well be appreciated, 
but one who 'keeps himself to himself' will cause no great 
frustration or ill feeling" (1968: 68). Inkson sugges~s 
that by positively evaluating the supervisor who leaves them 
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alone workers may, however, be acknowledging the need that 
they have for autonomy, for some separate space of their own 
in work. Far from being an instrumental response, Inkson is 
suggesting that a positive evaluation based on being alone 
is a latent recognition of a desire for intrinsic rewards 
(1979: 117) • 
The Imlay and Islington workers were asked "How do 
you get on with your foreman/boardwalkers? Would you say 
that you get on, very well, pretty well, not so well, or 
very badly?" 8 The majority of workers at both Islington and 
Imlay said that they got on very well or pretty well with 
their supervisors, 97% replying in this manner at Imlay and 
96% at Islington (Table 3.28). 
Table 3.28 Assessments of relationships with foremen 
and boardwalkers 
Imlay Islington 
N = 100 N = 78 
"How do you get on?" % % 
Very well 57 42 
Pretty well 40 54 
Not so well 3 4 
When asked why they got on very well or pretty well, 
most of the workers made reference to the foreman's personal 
attributes, suggesting that he was 'a decent bloke' or 
B Workers on the mutton board, in particular, have more than 
one supervisor. Usually a number of boardwalkers or sub-
foremen have part of the department to supervise. some 
may be responsible for a 'chain' of men, or responsibility 
may be apportioned so that one boardwalker is responsible 
for assistants and another for slaughterrnen. 
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always 'smiled and said hello'. Resonses of this nature 
were given more often than responses referring to infrequent 
interaction with foremen. Table 3.29 shows that 47% at both 
works evaluated their foremen in a positive way on the basis 
of their personal attributes. However, 39% at Imlay and 41% 
at Islington said that they got on well with their foremen 
because they were left alone to get on with the job. 
Table 3.29 Reasons given for the nature of relationships 
with foremen/boardwalkers. 
Imlay Islington 
Reasons for N = 100 N = 78 
positive evaluation % % 
Infrequent interaction 39 41 
Foreman's personal attributes 47 47 
Other reasons 11 8 
Don't get on well 3 4 
The existence of both sets of reasons and the low number of 
negative responses from both works suggest that foremen may 
be well aware of the different preferences workers have for 
styles of supervision. However, it should be noted that 
while workers m1ght assess their relationship with their 
supervisor as ·a positive one, it does not necessarily follow 
that assessments of the style of supervision would produce 
similar results. The question asked "How do you get on with 
your foreman?", not "How good is your foreman at his job?" 
Among some of the men talked to, assessments of personal 
attributes were at variance with assessments of organisation-
al skills. A foreman could be a good bloke but 'bloody 
useless as a foreman'. Workers not only evaluate supervision 
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in terms of their relationships with the man but also in 
terms of how effective he is in an administrative and 
organisational capacity. If a worker is being paid on 
piece rates, he feels it matters to him if his department 
is being run inefficiently. One worker remarked in the 
course of the interview, 
"I completely disagree with the way he runs 
things and everyone ~lse does too. He's a 
good joker but he's a foreman who gives us 
reasons to go home tomorrow if we want to. 
He's incompetent as a foreman." 
An easy going, likeable foreman is not necessarily seen as 
effective, 
"If you disagree ~ith him you can tell him to 
get f .... d. If I was a boss you'd be going down 
the road for doing that." 
Attitudes toward supervision indicate that relationships with 
foremen were generally assessed in a positive way. Of the 
workers who assessed the relationship with their foreman as 
positive, most did so on the basis of the foreman's personal 
social skills: although approximately 40% of workers at both 
works based their good relationship with supervisors on 
infrequent interaction. Attitudes toward supervision seem 
to reflect a pattern already evident from the analysis of 
sources of satisfaction in work: social criteria are 
seemingly the most important in determining not only levels' 
of satisfaction in the job but also the ways in which 
workers and supervisors get on. Although in Inkson's 
analysis of attitudes toward supervision among freezing 
workers a more detailed breakdown of responses is made, 
it would appear that his findings parallel those previously 
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presented above. While 37% of all responses to the question 
''Why do you get on well with your supervisor?' related to 
infrequent interaction, 57% of respones given related to 
the supervisor's personal attributes, his treatment of the 
men under his control, or to some general positive 
relationship (Inkson, 1979: 120). 
A·ttitudes toward the Firm 
As the instrumental worker is oriented towards work 
in an essentially calculative way and places primacy on the 
realisation of economic reward, through employment, his 
orientation toward the firm is contractual. A money-for-
effort bargain is made, the worker sells his labour and, 
providing the economic rewards are of an acceptable level, 
the firm will be assessed in a positive way. 
In order to assess the nature of the images of the 
firm held by workers at Imlay and Islington, respondents 
were asked the standard 'football team analogy' question, 
"There are two opposing views of industry 
generally in New Zealand. I'd like you to tell 
me which view you agree with more. Some say 
that a firm is like a football team because 
good teamwork means success and is to everyone's 
·advantage. Others say that teamwork in industry 
is impossible because employers and men are on 
opposi~e sides 11 • 
Respondents were asked firstly, "Which view do you agree 
with more?" and then this question was followed up by 
"Which view do you think is closer to how things really are 
here at Islington/Imlay?" The 'general' version of this 
question was first used by Willener (1964) and also used by 
Goldthorpe et al. (1968), by Wedderburn and Crompton (1972) 
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and in the New Zealand context by Kerr Inkson. Replies to 
this 'general' question have been analysed by reference to 
the frequency with which respondents adhere to an 
'integrated' or to a 'conflict' image of the firm (Ramsay, 
1975: 396). However, the question in its general form is 
biased toward an. assessment of normative orientations, in 
the sense of what workers believe 'ought to be'. In order 
to gain some idea of the ways in which respondents viewed 
the relationships between different parties within their own 
firms, the more specific question was included in the 
interview schedule. In response to the general question, 
81% at both works replied that teamwork in industry was 
desirable (Table 3.30), indicating a strong normative 
orientation toward teamwork. 
Table 3.30 Perceptions of relations within firms generally. 
"Teamwork means successs and 
is to everyone's advantage" 
"Teamwork is impossible 
because employees and men 
are on opposite sides" 
Others; Don't know 
Imlay 
N = 100 
% 
81 
16 
3 
Islington 
N = 78 
% 
81 . 
19 
Ramsay, in a review of research in which this 
'football team' analogy has been used, suggests that a 
statement of agreement is subject to two interpretations 
(Ramsay, 19 75: 396-400) . A respondent may think in terms 
of a harmonistic model or he may accept only the 
co-ordinative implications of teamwork which may be 
qualitatively different to a reflection of internal 
company unity. A worker may agree because he feels that 
people have to work together to get things done, or, 
agree because managers and men have the same interests 
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in everything that matters. Ramsay states that, "it would 
be safe to assert that the •unitary' view of the firm has 
far fewer adherents than suggested by the usual 
interpretation of the football team question" (1975: 40a). 
Respondents among the Imlay and Islington samples, who 
said they 'agreed with teamwork, did often imply that 
teamwork was a co-ordinative rather than a unitary 
phenomenon. Respondents suggested that 'we have to work 
as a team otherwise we won't get the work done', that 
'we get it all done easier', or 'the more we turn out 
the richer the company is and the more pay we get'. 
There was also evidence to suggest that teamwork was 
seen not so much on the presence of something positive 
as the absence of conflict; 'We should work as a team 
so that there are less strikes and less disruptions in the 
works', or 'there are too many confrontations otherwise'. 
When the more specific question, relating to 
respondents' views of their own rms was asked, the 
pattern of responses changed. At Imlay 65% claimed 
that their works operated as a team, while at Islington 
53% of the sample perceived of their works in a similar 
light (Table 3.31). The differences between two 
latter figures parallel the differences in stoppage and 

accident rates·. Not only are the levels of conflict 
within each works assessed by workers relative to some 
ideal situation, there is also some assessment of levels 
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of conflict relative to other works. This was particularly 
evident among the Imlay workers who often responded that 
'there's not so much conflict here', that 'this works is 
one of the better ones', that, 'we're more of a team than 
the bigger works', or that, 'Wanganui is a small town and 
we're a small works'. 
Table 3.31 Perceptions of relations within respondents' own firms. 
"Teamwork means success and 
is to everyone's advantage" 
"Teamwork is il11Possible 
because employers and men 
are on opposite sides" 
Other;. Don't know 
Imlay 
N = 100 
% 
65 
26 
9 
Islington 
N = 78 
% 
53 
46 
1 
By contrast, the Islington workers were more likely 
to refer to the level of teamwork as being higher than it 
had been in the past, that 'this shed had its ups and downs 
but things are pretty smooth now", or "when I first came 
here there was a certain amount of opposite sides, it's 
a lot better now 11 or "it's a team now, in the past it used 
to be bad". The respondents who saw their own firms as 
characterised more by conflict than by teamwork usually 
referred to the industrial relations climate within their 
works, and on occasion to conflicts between departments 
rather than between management and unions. Respondents 
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views on the causes of conflict within the industry are 
summarised in Table 3.38, later in the present chapter. 
Reasons given for conflict within the industry as a whole 
are similar to those given by respondents for conflict 
within their own firms. Management is seen as the principal 
cause of conflict. The following responses are character-
istic of those given: 
II Management don't seem to work in with the men. 
If you want anything done they just hedge until 
the men sit on their backsides and demand that 
it's done 11 • 
"Management can't say yes or no immediately 
and this tends to cause unrest". 
"There's no communication between workers and 
the management. It stems from the top dogs 
who haven't been inside the works". 
The thesis that attitudes stem from primary social 
experiences is affirmed by one respondent who, in describing 
his works as characterised more by conflict than by teamwork, 
stated, 
11 The boss is a long way off. You say 'hello' 
and he doesn't say hello back." 
On occasion the dichotomy of images was clearly evident in 
respondents' replies, 
11 We're only a cog in the wheel here. There'll 
always be two sides. The foreman is governed 
by profit for the shareholders, benefitting 
anybody with shares in the place." 
The normative orientation toward teamwork is not 
then, paralleled in respondents' descriptions of their own 
plants, particularly among the Islington workers. Responses 
to a further question highlighted the discrepancy between 
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normative orientations and workers' evaluations of their 
own industry. Respondents were asked "During the recent 
wage negotiations, the employers said that they couldn't 
afford to meet union demands, do you think this was true?" 
of the workers at Islington, 85% said that they felt this 
claim to be false and 70% at Imlay felt likewise. Some 
respondents suggested that management always tried to bluff 
the unions, others pointed to the wor~s improvement 
programmes in their own plants, to the investments that 
Waitaki N.Z. Refrig was making in Australian companies, 
and to high profit levels. Earlier in the year, Prime 
Minister Muldoon had suggested publicly that freezing 
companies could afford to absorb costs and that given their 
high profit levels could not justify increasing killing 
{, 
charges for farmers. A number of workers cited those 
statements as indicating that the employers could afford to 
meet union demands for increased wages. 
The normative commitment to teamwork among the 
workers at both Imlay and Islington may reflect more a 
desire to get the job done than the existence of unitary 
images and deferential values. While a large number of men 
at both works saw teamwork as desirable, 'teamwork' often 
implied a co-ordinative as opposed to unitary image of 
relations in industry. These findings suggest that workers, 
while oriented toward harmony in industry, are well aware 
that the ties binding them to their employers are 
contractual: there is little evidence that workers perceive 
relations as paternalistic. By the same token, there is 
little evidence of perceptions of relations within firms 
being informed by radical ideologies of any kind. 
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The experience of work appears to modify perceptions; 
the ideal, and the reality of the situations in which these 
workers found themselves are some way apart. The tradesmen 
are an interesting case in point. When replies to both the 
general and specific questions of teamwork in industry were 
analysed for this group, 94% said that teamwork was 
desirable but only 25% said that their own plants operated 
as a team. This group was placed in the position of 
observing conflict between other parties in their plant, 
particularly between the meat workers and management. 
But some among this group of workers felt that their being 
seen as 'non-productive• workers by management, often 
resulted in their needs being neglected. One worker 
commented that, "when you see things getting pulled down 
you get 'pissed off'", another pointed out that tradesmen 
weren't consulted on what they required in a new amenities 
block. Another suggested that, "management should go to the 
bloke who's using a machine and find out how it's going to 
work so that you can design it properly. They keep ripping 
things out all the time." For this group of workers the 
ideal they espoused and the reality they experienced were 
far apart. These views of their own firms suggest that for 
the tradesmen at least, costs incurred in work and not an 
unsatisfactory money-for-effort bargain are a determinant 
of their attitudes and or·ientations to the firm. 
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4. The Worker and his Union 
For the instrumental worker, the trade union is an 
organisation through which he can maximize his earnings. 
The money-for-effort bargain ties the instrumental worker 
to work and the union, through the process of collective 
bargaining in the primary organisational vehicle for pushing 
the worker's interests. The instrumental worker is likely 
to assess his union in a positive way if it succeeds in 
securing an acceptable money-for-effort bargain, however 
union activities that are of wider reference than the work 
situation will not be encouraged. The instrumental worker 
is not likely to see his union as the industrial wing of 
some wider labour movement. 
Workers at both works were asked questions on the 
extent of their involvement with their unions, their levels 
of interest, and their assessments of union performance 
and union strategies. Because the samples included both 
tradesmen and freezing workers, given the small number of 
tradesmen (16) and the number of unions involved, the 
responses to the questions on participation for this group 
have been -excluded as there appears to be no common 
organisational· context in which these workers participate. 
Both the freezing workers at Imlay and those at 
Islington said that they were interested in union affairs, 
78% of the Imlay workers saying they were 'very' or 'quite 
interested', and 76% of the Islington workers responding 
in a similar fashion (Table 3.32). The tradesmen were, as 
a group, less inclined to profess an interest in union 
affairs. Levels of participation were also high among the 
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Table 3.32 Levels of interest in Union affairs. 
Freezing Workers Tradesmen 
"How interested are you 
in Union affairs" 
Very Interested 
Quite Interested 
Not too Interested 
Not Interested at all 
other 
Non applicable 
Imlay 
N = 92 
% 
30 
48 
17 
3 
1 
Islington 
N = 70 
% 
27 
49 
23 
·1 
N = 16 
% 
37 
56 
6 
freezing workers, although the Islington. workers had higher 
levels of participation in terms of both attendance at 
departmental and shed meetings of the union (Tables 3.33, 
3.34). At Islington 90% of the freezing workers said that 
they •regularly' attended meetings within their own 
departments, and 89% said that they regularly attended shed 
meetings. At Imlay, the corresponding numbers were 76% and 
72% respectively. 
Table 3.33 Levels of participation at the departmental level. 
"How often do you attend union 
meetings within your own department" 
''Regularly" 
"Occasionally" 
"Seldom" 
"Never" 
Non applicable 
Freezing 
Imlay 
N =92 
% 
76 
5 
4 
6 
8 
Workers 
Islington 
N 70 
% 
90 
4 
1 
3 
1 
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Table 3.34 Levels of participation at shed level. 
Imlay Islington 
"How often do you N = 92 N 70 
attend shed meetings?" % % 
"Regularly" 72 89 
"Occasionally" 17 4 
"Seldom" 6 4 
"Never" 1 3 
Non Applicable 
No Response 2 
In part, the level of interest and degree of 
participation are a function of the union organisation, 
particularly the organisation of the Meat Workers Union. 
But the nature of the union organisation is itself a 
function of the size of the plants. Union officials at 
shed level have their membership under one roof, shed 
officials are often full time on the job, time is allowed 
off with pay for a certain number of meetings per year, 
and management normally make some area of the plant 
available to the unions for the purposes of holding shed 
meetings. The impact of these organisational factors on 
the level of interest and degree of involvement among 
four occupational groups is more fully developed in Inkson 
(1979: 159). In the case of the freezing industry, the 
size of plants and the nature of production technologies 
may foster a sense of collective identity among workers 
independently of the impact of union organisation. In order 
to more fully assess the relative impact of plant size., 
production technology, and union organisation in worker 
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attitudes arid behaviour, an industrial analysis of the 
development of firms and of unions, and of the relationship 
between the two, would be necessary. To determine workers' 
opinions of their unions, they were asked 11 How good a job 
do you think the union is doing for its members here at 
Islington/Imlay?. Would you say very good, fairly good, 
not too good, or poor?" The unions at the plant level were 
assessed positively by both groups of workers at Imlay and 
Islington (Table 3. 35) ~ At Imlay 88% of the freezing 
workers claimed that the unions were doing either a very 
good or fairly good job, and 96% of the Islington freezing 
workers replied in similar fashion. 
Table 3.35 Assessments of local unions. 
"How good a job is the union doing for its members 
here at Imlay/Islington?" 
Freezing Workers Tradesmen 
Imlay Islington 
N = 92 N = 70 N = 16 
% % % 
"Very good" 47 53 25 
"Fairly good .. 41 43 44 
"Not too good" 9 3 19 
Poor 1 
Don't know 2 1 
Non applicable 12 
Assessments of the national union were positive 
but markedly less so than those of local unions (Table 
3.36). Far more of the Imlay and Islington workers were 
prepared to say that the national union was doing a 'fairly 
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good job' than were prepared to ~ive a wholehearted positive 
assessment. It is also significant that 24% of the Imlay 
freezing workers and 11% of the Islington workers replied 
that they 'didn't know' about the national union. This 
finding seems to in?,icate that for some of the workers at 
least, interest in their union was confined to its 
activities at plant level only. 
Table 3.36 Assessments of National Unions. 
"How good a job is the National Union doing 
for its members here at Islington/Imlay?" 
Freezing Workers Tradesmen 
Imlay Islington 
N =92 N = 70 N = 16 
% % % 
Very good 27 24 
Fairly good 45 44 50 
Not too good 3 17 6 
Poor 1 3 12 
Don't know 24 11 12 
Non applicable 19 
In 9rder to.find out the degree to which workers saw 
their union's functioning primarily to further their 
economic ends, two questions were asked. Each respondent 
was asked "Some people say unions should just be concerned 
with getting higher pay and better conditions for their 
members. Others think they should also try to get workers 
a say in management. What are your views?" This question 
·Was then followed by "How would·you rank these three union 
activities then, higher pay, better conditions, and having a 
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say in management?" This latter question, in asking 
1 
respondents to rank three alternative strategies, enables 
a clearer distinction to be made between orientations 
toward the union which are economically based (increasing 
the size of the pay packet) and·orientations which are job 
based (a concern for job conditions). Workers at both 
plants did not see the pursuit of higher pay as the primary 
goal for their unions. Both groups of workers suggested 
that a concern with job conditions should have priority 
over a concern with levels of pay (Table 3.37). 
Table 3.37 Ranking o£ union strategies. 
Imlay Islington· 
N=lOO N == 78 
% % 
Higher pay ranked: 
First 27 22 
Second 48 46 
Third 22 26 
Others 3 6 
Job Conditions ranked: 
First 58 53 
Second 30 30 
Third 10 10 
Others 2 7 
Having a say in management ranked: 
First 13 24 
Second 19 14 
Third 64 54 
Others 4 7 
Of the Imlay workers, 58% ranked. 'job conditions' rst and 
53% of the Islington workers responded in a similar fashion. 
Job conditions appear to be a major source of dissatisfaction 
among workers and it seems that across the industry, unions 
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and workers are prepared to act on issues of this nature. 
. . 
In the introduction, job conditions with the freezing 
industry were noted as the major direct cause of stoppages. 
Far from being 'happy robots', the freezing workers in 
both samples seem to be acutely aware of the conditions 
under which they work and would seem disposed to act on 
issues of this nature through their unions, if necessary. 
A majority at both ~orks ranked 'having a say in 
management' third, suggesting that the 'non-traditional' 
union activity remains secondary to issues of a more 
pragmatic nature. There was some evidence that workers felt 
a boss was a boss, that it was 'their job' to run the place 
and that there was a danger of having 'too many chiefs and· 
not enough indians'. Even so, a substantial minority, 
particularly at Islington, suggested that the union could 
play some part in management of the firm, in fact 24% of the 
Islington workers ranked this role for the union first, as 
compared to 22% ranking 'higher pay' first. Among these 
men there was some recognition of the fact that by having 
'a say in management' the union would have some control over 
levels of pay and the conditions under which work was 
carried out. 
The information gathered on respondents' attitudes 
to, and involvement within, their unions does not suggest 
that these workers approach their unions in an instrumental 
way. The patterns of response are similar to those found by 
Inkson (1979: 146-161), who suggested that the level. of 
union interest and involvement within his sample of freezing 
workers was not totally consistent with an instrumental 
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orientation to work. The workers at ImlaY .. and Islington 
profess a high degree of interest (psychological involve-
ment) and seem to participate to a high degree (formal 
involvement) • They evaluate both national and local unions 
positively, the latter more so, and stress the role the 
union should play in improving job conditions, above that 
of improving pay levels. In these attitudes, levels of 
interest and patterns of involvement, the workers at Imlay 
and Islington manifest an orientation to their unions 
characterised more by solidarism than instrumentalism. 
However, the respondents • assessments of the trade union 
movement generally, to anticipate the discussion in Chapter 
Four, are far more conditional. 
5. Attitudes to Industrial Conflict 
In the introductory chapter to this thesis, much of 
the discussion centred on the fact that the meat industry 
is the most stoppage prone in the country. While workers' 
representatives and works managers have been interviewed 
and asked their views on the causes of conflict in the 
industry (Turkington, 1976), workers at the shop floor level 
have been largely neglected in this respect. Inkson asked 
the freezing workers at one of the Otago/Southland plants 
why they felt that their firm had a good industrial 
relations record (the other plant in which Inkson conducted 
interviews had a notoriously ~badl record). The freezing 
workers at the Finegand plant suggested, as did the other 
three industrial groups interviewed by Inkson, that the good 
industrial relations record in their firm was the result of 
good personal relations between union and management. 
This factor, and the fact that the plant's labour force 
was drawn from the local community - that there were no 
outside 'stirrers - was given by workers as the most 
important determinant of a 'good' industrial relations 
climate (Inks on 1 19 79: 156) . 
' 
In the course of each interview with the men at 
Islington and Imlay, questions were asked how each 
respondent felt about industrial conflict. Each 
respondent was asked what he thought were the causes of 
conflict within the industry and on what issues he felt 
he would be justified in going out on strike himself. 
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When asked why they felt the freezing industry manifested 
such high levels of industrial conflict, respondents gave 
many reasons (Table 3.38). The most often given reason at 
both works was management attitude, a response which once 
again calls into question the degree to which there is a 
unitary ideology prevalent among workers. Over the two 
works samples, the second most often mentioned response was 
that the monotony of the work gave rise to conflict; 
evidence that a number of workers would subscribe to the 
view that industrial conflict has its base in the 
psychological deprivations that result from work lacking 
in intrinsic interest. A number of workers, one in five 
at Islington, said in response to this question that they 
felt the freezing industry did not have excessive levels of 
conflict or that this commonly held view was the result of 
Undue media emphasis on the industry. Among the men at 
both works there was evidence that many were concerned to 
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Table 3.38 Reasons given for 'excessive' conflict in 
the freezing industry. 
Class of reason 
Management attitude 
Monotony of work 
Seasonal work 
Changing work conditions 
Pay/wage agreements 
Size of works 
Size of industry 
Union leadership 
Poor communication 
Stirrers 
Greediness 
Number of unions 
Media/emphasis 
Disagree that there is 
'excessive' conflict 
Don't know 
Imlay 
N=lOO 
14 
9 
5 
10 
12 
4 
4 
6 
6 
3 
8 
2 
14 
Times mentioned 
Islington 
N = 78 
16 
12 
9 
3 
2 
2 
1 
3 
8 
6 
4 
5 
10 
2 
~otal 
2 Works 
N = 178 
30 
21 
14 
13 
14 
6 
5 
9 
14 
9 
8 
4 
5 
12 
16 
de-sensitize the whole issue, that they were aware of the 
reputation the industry has, and consequently also aware of 
the stigma attached by some to those who work in freezing 
works. The responses of some of the men at both works in 
this regard are examined in Chapter Five. 
When respondents were asked on what issues they felt 
justified in taking strike action, the pattern of responses 
revealed a sense of instrumental realism among the workforce 
(Table 3.39). Nearly one third of all the workers 
interviewed said that they would ·feel justified in taking 
1 
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Table 3.39 Issues justifying strike action. 
"On what sorts of issues is strike action most justified" 
Times mentioned 
Imlay Islington Total 
Class of· reason N = 100 N = 78 2 works 
Wages 33 22 55 
Conditions 25 28 53 
Unjust dismissal/victimisation ll 13 24 
Management rigidity/ill-practice 8 11 19 
Non-union labour 1 1 2 
Cutting down on labour 3 - 3 
Relativity 4 
-
4 
Last resort 7 6 13 
Don't believe in strike action 1 18 11 29 
In a number of cases, respondents started off their replies, 
"I don't believe in strike action ••• " but were able to identify 
issues on which they felt they would act. This category include! 
only those who said in a definitive manner that they did not 
believe in strike action over any issue. 
action over their wages. At Islington the men interviewed 
placed conditions ahead of wages, and this issue ranked a 
clear second at Imlay. The social cohesion of the work-
fo~ces was again evident in replies to this question, the 
third most often given response at both works. relating to 
unjust dismissal or victimisation. Responses to forced-
choice questions showed a similar pattern. There was more 
general agreement on action related to pay and conditions 
than on any other issue. Respondents were asked whether 
they would agree or disagree with strike action over their 
pay and job conditions, and 75% of the Imlay sample and 74% 
of the Islington workers said that they would agree with 
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strike action over these issues. By comparison, when 
respondents were asked whether they would agree with strike 
action over a political issue, only 20% at Imlay and 22% 
at Islington said that they would go out in such a situation. 
This evidence suggests a clear division in the minds of the 
men in both samples between the indus al and political 
aims of the labour movement: The role of the trade union 
movement and the primary justifications for industrial 
action are conferred to the work situation, specifically 
to job conditions and levels of pay. 
Conclusion 
The findings discussed in this chapter provide 
both evidence for the existence of instrumentalism among 
Imlay and Islington workers and evidence which suggests 
that, in a number of respects, these workers are far from 
instrumental. It appears that job choice and continued 
job ,occupancy are largely determined by reference to 
extrinsic criteria, more specifically money. Social 
relationships within the plant are the primary social 
satisfaction in work and the physical conditions under 
which work is carried out, and aspects of the way in which 
work is organised by management, are the primary sources of 
dissatisfaction. ~t would seem that two distinct spheres 
may be conceptualised: job choice and continued job 
occupany being determined by regard to extrinsic criteria~ 
and sources of satisfaction and dissatisfaction being very 
much work-based, and determined by reference to intrinsic 
criteria. Inkson conceptualizes a two-stage pr?cess: 
"In the first stage, the worker's prior 
orientations relating mainly to economic 
advantage are dominant, and form a basis for 
the worker to determine the basic conditions 
of his working life, by choosing his job, 
negotiating his employment conditions, and 
deciding whether to remain. At this stage, 
the worker may make a deliberate decision to 
deny higher needs in the interests of economic 
gain, for example by. accepting a highly-paid 
job which he knows to be routine or solitary. 
Having reached and implemented decisions on 
these matters, the worker can be said to have 
"settled for" particular conditions of work: 
provided the conditions do not change 
dramatically, he can proceed to, and remain 
at, the second stage, in which social and ego 
needs are dominant, and in which the worker 
determines attitudes to, and behaviour on, 
the job itself. It is at this stage that 
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the technological. system, and the opportunities 
it presents for need-satisfaction, become critical~h 
(1977a: 244). 
The findings presented in this chapter lend further support 
to tpis conceptualisation. 
In their relationships with other workers, the Imlay 
and Islington respondents appear to be far from instrumental. 
Work-based friendships are carried over into the world of 
non-work, and kinship networks are evident in both plants. 
Relationships with supervisors appear to depend as 
much on the personal qualities of the supervisors as on 
their leaving workers alone to get on with the job. In 
this respect, the sources of satisfaction with supervision 
parallel the sources of satisfaction in work - both are 
dependent to a large degree on social factors. 
Attitudes toward the firm suggested a sense of 
pragmatic pluralism rather than either a unitary or radical 
perception of relations within firms. There was evidence 
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of a strong, normative orientation toward teamwork, but some 
acknowledgement on the part of workers that teamwork was a 
co-ordinative phenomenon. These responses, it can be 
suggested, are very much the sort of responses to be 
expected from workers, many of whom are on piece-rate 
payment systems. 
Attitudes toward unions are positive, involvement 
and interest both high. These attitudes and levels of 
involvement are in fact more characteristic of a 
solidaristic rather than an instrumental orientation. The 
instrumental worker is prepared to join a union and to be 
the recipient_ of any financial rewards that membership in 
the union might realise, but his interest and involvement 
wiol be strictly limited. By contrast, the workers at Imlay 
and Islington profess a high level of interest, and manifest 
a high degree of participation. Further, they place a 
concern with job conditions ahead of increasing the size 
of their pay packets, when ranking union strategies, which 
again suggests that these workers are typically not 
instrumental in their orientations to their unions. 
In their industrial attitudes and behaviour these 
men exhibit elements of instrumentalism, but not a money-
centred approach, to all things connected with work. Work 
is skilled, dangerous and social, and performed under 
conditions which are a major source of dissatisfaction, 
a dissatisfaction which respondents suggest unions should 
he concerned with remedying. Work may be a means to an end 
but in many respe-cts, by virtue of the relations within 
plants, it is an end in itself. 
CHAPTER FOUR 
POLITICAL ATTITUDES AND BEHAVIOUR 
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Introduction 
In the previous chapter, in discussing the attitudes 
of Islington and Imlay freezing workers to their trade 
unions, it was suggested that while involvement was high 
and assessments were generally positive the men interviewed 
did not see their unions, or. the trade union movement 
generally, as the industrial arm of a labour movement with 
a wider political agenda. In this chapter, this issue 
and the wider political attidues and behaviour of workers 
at Islington and Imlay are examined in more detail. 
The justification for an analysis of the political 
attitudes and behaviour of the Islington and Imlay workers 
is twofold. Firstly, in keeping with the focus of 
instrumentalism, the political attitudes and particularly 
voting behaviour of workers may be subject to the same 
orientations that are characteristic of those to work, 
firms and unions. Goldthorpe et al. found that while the 
Luton workers professed support ·for the Labour Party of a 
traditional kind, some degree of instrumentalism was 
evident in their political orientations (1968a: 80). 
Secondly, while studies of voting behaviour are not uncommon 
in New Zealand, there is a notable absence of any research 
into the political attitudes and behaviour of specific 
groups. In the present context, the men interviewed all 
work in large plants and are members of trade unions. 
The relationship between plant size, trade union management 
and voting behaviour has been the subject of research and 
conjecture for a number of years, and in a number of 
different countries. 
The Effect of Plant Size on Political Attitudes 
and Behaviour 
Writing in the_Manifesto of the Communist Party, 
Marx noted the radicalizing tendencies inherent in the 
increasing scale of capitalist enterprises. 
"Modern industry has converted the little 
workshop of the patriarchal master into the 
great factory of the industrial capitalist. 
Masses of labourers, crowded into the factory, 
are organised like soldiers ... But with the 
development of industry the proletariat not 
only increase in number;.it becomes concentrated 
in greater masses, its strength grows, and it 
feels that strength more. The various interests 
and conditions of life within the ranks of the 
proletariat are more and more equalised, in 
proportion, as machinery obliterates all 
distinction of labour, and nearly everywhere 
reduces wages to the same low level ... 
... Thereupon the workers begin to form 
combinations (Trade Unions) against the 
bourgeois; they club together in order to keep 
up the rate of wages; they found permanent 
associations in order to make provision before-
hand for these occasional revolts. Here and 
there the contest breaks out into riots." 
(1978: 497-80 . 
. Contemporary researchers have continued to study the 
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effects of plant size on political attitudes and behaviour, 
specifically voting behaviour. Lipset, in Political Man, 
presents evidence from surveys carried out in Italy and 
Germany (Lipset, 1963: 248-253), and Hamilton from a study 
of French workers (Hamilton, 1967: 205-228). Both 
Nordlinger and Ingham have studied the size effect in the 
British context (Nordlinger, 1965: 205; Ingham, 1969: 
1 235-2 49) • The argument advanced by these writers is, 
essentially, that the frequency of left-wing voting 
increases with plant size. Analyses of the relationship 
between plant size and voting behaviour have, following 
Marx, suggested that the scale of organisation in large 
plants and concomitant high levels of union coverage 
make for a solidaristic, left-wing, politically inclined 
workforce. Research findings tend to support this view. 
However, the instrumentalism thesis suggests that workers 
are not inclined to value work based relationships with 
other workers or necessarily feel alienated. The thesis 
that plant size determines voting behaviour parallels the 
thesis that production technologies determine worker 
attitudes, or engender differing states of alienation. 2 
The focus on individuals, on individuals' definitions of 
the work situation, and on the primacy of individuals' 
'projects', which are realised in the community, calls 
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into question any assumptions about the pattern of causality 
between plant size and voting behaviour. If individuals do 
not necessarily feel alienated by their work situations in 
large plants, then it follows that they may not necessarily 
1 
2 
It should be noted, however, .that the different 
researchers have used differing methodologies. 
Hamilton is concerned with political attitudes, not 
voting behaviour. Ingham does not differentiate between 
stable party supporters, changing voters, irregular 
voters, etc. Nordlinger confines his analysis to stable 
voters, and uses a weighting factor to compensate for 
his small subsamples when the Labour supporters' responses 
are analysed by the size of th~ plants in which they work. 
Nordlinger's conclusions go against this general trend 
and he. suggests, on the basis of his findings, that 
knowing one's employer on a close personal basis actually 
predisposes workers to left-wing voting (see Nordlinger, 
19 6 7 : 1 9 3-19 7) • 
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vote according to collective conventions. Parkin suggests 
in this respect that both work and community context are 
important in generating political attitudes and behaviour. 
politically 'deviant sub-cultures', argues Parkin, are 
sustained not only by homogeneity in work situations, i.e., 
a low level of vertical interaction within organisations, 
but also by homogeneity in ~he community, by residence in 
working class areas (Parkin, 1967: 285-286}. 
Both the structure of work and the structure of the 
community may be important influences in determining 
individuals' political attitudes and allegiances. 
Goldthorpe et al. argue that both the work situation and 
the community situation of the Luton workers were important 
in determining political attitudes and behaviours. 
Political and Behaviour at Luton 
Before examining the political attitudes, and the 
voting preferences and histories of the men at Islington 
and Imlay, some consideration of the issues that prompted 
Goldthorpe et al. in the Luton research, and of the 
subsequent findings, will place the present resarch in 
context. 
The main objective of the Affluent Worker Study was 
to test the thesis of working class embourgeoisment, the 
thesis that, as manual workers and their families achieve 
relatively high incomes and standards of living, they take 
on a way of life which is characteristically 'middle class' 
and eventually become assimilated into middle-class society. 
The thesis of embourgeoisment had a direct bearing on the 
study of political attitudes and behaviour of the Luton 
workers. Goldthorpe et aZ.. noted that, 
" ••. it has in most versions embodied the claim 
that affluence brings about a change in the 
political orientations and party loyalties of 
the more prosperous sections of the working 
class. Indeed the simple theory of the economic 
determination of politics which is implied by 
this theory was regularly invoked throughout 
the decade of the 1950's to explain what then 
seemed to be the secular decline of the Labour 
Party as a political force" (1968a: 2). 
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However, among the Luton workers there was little evidence 
of this process of embourgeoisment. Goldthor.pe et aZ.. 
reported that, despite their affluence, "the manual workers 
we studied are, as a group, decidedly left wing in their 
political loyalties" (1968a: 13). The majority of the 
workers they interviewed were long-term supporters of the 
Labour Party, voters who supported the party for 
'traditional' reasons. The Labour Party supporters 
identified with the party in the main because it was the 
party of the 'working men' or the 'working class', or out 
of a sense of family tradition. But while- the Labour Party 
was supported for seemingly 'traditional' reasons, the 
political consciousness of the Luton workers was not one of 
a radical kind. Oyer one third of the men interviewed said 
that they felt it would not make much of a difference 
whether the Labour Party or the Conservative Party was in 
power, either because both parties were seen as the same 
or because politics, it was frequently asserted, made very 
little difference to the man in the street. Ideologically 
the Labour voters were not as left wing as their traditional 
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counterparts. Questions which asked the Luton workers 
about the distribution of power in the United Kingdom,· 
and the relationship between the Labour Party and the trade 
union movement, were answered in such a way that the Luton 
researchers were led to conclude that the men in their 
sample differed in many respects from traditional working 
3 
class voters. A majority of the Luton workers felt that 
ties between the Labour Party and the trade union movement 
were unwarranted. Barely a majority felt that trade unions 
did not have too much power. Goldthorpe et al. concluded 
that, 
"the tendency of a great many of these men to 
view politics and.trade unionism as separate 
matters suggests that their attitudes are far 
removed from the solidaristic left wing outlook 
of labour voters in the more traditional working 
class conununities" (1968a: 29). 
Political matters did not feature to any great extent 
as a topic for discussion among Luton workers. Goldthorpe 
et aZ. suggested that with the break-up of traditional non-
work collectivities, the potential for discussions of any 
kind, let alone of a political nature, had diminished. The 
membership groups to which the affluent worker belonged were 
seen as being in the main neither homogeneous in terms of 
political outlook nor important as sources of political 
3 In making statements about the voting behaviour of Luton 
workers vis a vis other groups, Gold thorpe et aZ. often 
use the phrases 'traditional voter' and 'solidaristic 
support' (see e.g. 1968a: 31). Westergaard suggests 
that the support forthcoming from these traditional 
workers, while likely to be for the Labour Party, may 
not be as collectivist or as solidaristic as Goldthorpe 
et al. suggest (1970: 127). See also Chapter Six of 
this thesis. 
influence and opinion. 
The analysis of party choice and political 
orientations was complemented by an analysis of two 
further areas: the effects of affluence, and of group 
affiliations, on the political attitudes and behaviour 
of the Luton workers. In assessing the influence of the 
former, Goldthorpe et aZ. fo.cused on the relationship 
between income, home-ownership, commodity ownership, 
residential mobility, self assessed material wealth, and 
political attitudes. On the basis of their analysis of 
these variables, they concluded that, 
"In the case of the workers we studied, there 
is some relationship between particularly high 
earnings and house ownership on the one hand 
and the likelihood of not voting labour on the 
other. By far the strongest differentiation 
in labour voting was produced by a measure of 
affluence that combined husband's earnings and 
house ownership. At the same time though, 
differences in family income, geographical 
mobility and subjective estimates of change in 
standard of living appear to have no great 
effect so far as party allegiance is concerned." 
(1968a: 46). 
The most significant relationship that the 
researchers detected was between the white collar 
affiliations of the Luton workers and their voting 
intentions. There was a marked degree of difference 
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between the workers who had affiliations with white collar 
workers through both family and social ties, and workers 
who had neither type of affiliation, in terms of the 
propensity of support for the Conservative Party. 
Membership of trade unions was also a significant 
determinant of voting preference. It was clear from the 
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Luton data that whether a man was a trade unionist or not 
affected his propensity to vote Labour. Of all the 
independent variables, trade union membership was only 
rivalled by the extent of an individual's white collar 
affiliations. 
In the following analysis of the political attitudes 
and behaviour of workers at Islington and Imlay, the pattern 
followed by Gold thorpe et al. in their analysis is followed. 
Initially, party choice and political orientations are 
examined and then the effects of a number of variables 
on political choices, including both perceived levels of 
economic well being and tne experience of non-manual work, 
are analysed. 
Political Choices and Orientations at Imlay and Islington 
In the course of each interview, respondents were 
asked, "Do you mind if I ask how you intend to vote in 
November?" A large majority at both works agreed to answer 
and the pattern of responses is presented in Table 4.1. 4 
It is immediately apparent from this table that the two 
samples of men interviewed manifest two different patterns 
of voting behaviour. At Islington a majority of workers 
said that they planned to vote for the Labour Party, while 
at Imlay one half of those interviewed said that they 
4 
Realising that individuals' political choices and 
orientations are often seen as a private matter, 
this section of the interview was introduced in the 
following way: "I'd like to ask you about some of 
your political views. I realise that some of these 
questions are personal in nature but it would help 
if you could answer as many as possible." 
Social 
Labour National Credit 
Imlay 50 12 14 
Islington 76 10 -
Table 4.1 Voting intention by Works. 
Refused 
Abstain- to No 
Values Undecided ing • answer Ineligible response 
2 12 2 5 1 2 
- 13 - 1 - -
------~· ------------------·······--·----··--··-·----- -· -~--------------·--·······-······------- -·-------------· --
Total 
100 
100 
N 
{100) 
( 78) 
.... 
0"'1 
0 
planned to vote in a similar way. At both works, the 
percentage who said that they intended to vote for the 
National Party is similar, but the Imlay workers stand 
out in their support for the Social Credit Political 
League, one in seven of the men interviewed at Imlay 
saying that he planned to vote Social Credit. 
The men in both samples were also asked to recall 
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their voting preferences for the last four general elections 
in 1975, 1972, 1969 and 1966. It was possible on the basis 
of these findings to determine the stability of respondents' 
voting behaviour. The findings from the analysis of voting 
histories are presented in Table 4.2. 
1 
Table 4.2 Characteristics of voting Labour 
over five elections by works.l 
Voting history 
Stable 
Undecided 
Labour to National 
Labour to Social Credit 
Labour to Values 
National to Labour 
Social Credit to Labour 
Social Credit to National 
Values to Labour 
Abstention 
Others 
Imlay 
N = 100 
% 
55 
13 
3 
8 
1 
1 
4 
3 
4 
8 
Islington 
N = 78 
% 
81 
13 
3 
1 
1 
1 
Responses were coded according to the most recent change. In two 
cases at Islington, respondents had changed twice - in orie case a 
change had been made from Labour to National in 1975, and the 
respondent was undecided over his 1978 vote. In another case, a 
respondent had abstained in 1975 and was also undecided over his 
1978 vote. 
In five cases at Imlay, respondents had changed more than once. 
In three cases voters who had changed to National from Labour in 1975 
were undecided; in the fourth case one respondent was moving his 
support back to the Labour Party after changing to Social Credit in 
1975; and in the fifth case a voter who had changed from National to 
Social Credit in 1975 was undecided. 
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Islington workers appear to be more stable in their voting 
preferences than their Imlay counterparts, 81% of the 
Islington workers having voted for the same party over the 
four general elections preceding the interview, and stating 
that they intended to vote the same way in November 1978. 
In Table 4.3, the voting intentions of workers are 
tabulated against the stab~lity of their voting behaviour. 
Stability 
of vote 
Stable 1 
Changing2 
Stable 
Changing 
Table 4.3 Voting intention by stability of vote. 
Voting intention 
Labour National Social Credit 
Imlay N (50) ( 12) (14) 
% % % 
88 42 36 
12 58 64 
Islington N = (59) (8) 
% % 
97 75 
3 25 
· 
1 Stable voters included all those who had supported the one party in 
all elections at which they had been eligible to vote and intended 
to continue supporting that party. This category also included 
first voters. 
2 This category includes all those voters who had changed party 
allegiances, who had abstained at any time, or who were undecided on 
how they were going to vote in 1978. 
Labour voters at both works appear to be stable supporters 
of the party, 88% of the Labour voters at Islington and 97% 
of those at Imlay stating that they intended to vote for the 
Labour Party, and had done so on a regular basis over the 
preceding four elections. By comparison, both National 
Party and Social Credit supporters appeared to be less 
stable, particularly the Social Credit voters among whom 
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there were a n~er of converts from the other two parties. 
As is indicated in Table 4.2, eight of the fourteen 
intending to vote Social Credit were lapsed Labour voters. 
Respondents who had consistently voted for the one 
party were asked why they continued to vote in the ways 
that they did. Responses given are presented in Tables 4.4 
and 4.5. 
Table 4.4 Reasons for identification with the Labour Party. 
Class of reason 
Labour for the Working-man/ 
working-;class 
Family tradition 
Maori tradition 
Favours Labour's policies 
Labour successful in depression 
Anti-Muldoon sentiments 
Would like to see Labour 
given a chance 
Other 
Imlay 
N = 44 
Islington 
N 57 
Number of respondents mentioning 
13 
12 
3 
7 
6 
2 
1 
10 
25 
19 
5 
3 
2 
2 
12 
Table 4.5 Reasons for identification with the National Party. 
Class of reason 
Pro-Muldoon 
Family reasons 
Anti-Labour Policy 
Pro-National Policy 
Other 
Imlay 
N = 5 
Islington 
N = 6 
Number of respondents mentioning 
3 
1 
3 
1 
2 
1 
3 
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That the Labour Party is 'the party of the working men' was 
the most often given response by supporters of this party 
among the Imlay and Islington workers. The next most often 
given reason for attachment to the Labour Party was that it-
was part of a family tradition to do so. Respondents often 
stated that their father was 'a Labour man' or that they had 
been 'brought up that way'. These 'traditional' reasons for 
party support were given far more frequently than reasons 
which related to the perception of the Labour Party policies 
as being those best suited to meeting the economic or social 
needs of workers. Reasons given for respondents' 
attachments to the Labour Party are not, therefore, 
manifestly instrumental reasons. It appears from the 
responses given that workers who are stable supporters of 
the Labour Party vote this way out of a general sense of 
identification rather than as a result of an interest in 
maximising the economic rewards that might accrue to them 
through voting in a certain way. National supporters, on 
the other hand, were more likely to give reasons relating to 
positive or negative assessments of party leadership, that 
'the Labour Party lacks leaders' or, conversely, that the 
National Party 'has the men to run the country'. 
A picture emerges of two different voting populations. 
At both works the Labour Party is well supported, although 
more so at Islington, and Labour voters at both works appear 
to be stable in their political preferences. The National 
Party draws a similar level of support at both works and 
it appears that once workers move to support this party, 
they tend to say - among both groups of work~rs there is 
evidence of only one voter shifting his allegiance away 
from the National Party. Social Credit is supported only 
by respondents from the Imlay works. 
These differences between the two works reflect 
regional variations in voting patterns over the country 
as a whole. The Imlay works is sited in the Wanganui 
electorate, a seat held at present by Russell Marshall, 
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a member of the Labour 'shadow' cabinet. But Social Credit 
tends to draw much of its support from small towns and rural 
areas, particularly in the North Island. Social Credit 
gained more votes in the Wanganui region, on average, than 
it did over the country as a whole. By contrast, Social 
Credit did not draw similar levels of support in South 
Island areas. The Islington works is in the Yaldhurst 
electorate, a seat held by another member of the Labour 
'shadow' cabinet, Michael Connelly. The voting figures 
for the country as a whole, for the Maori electorates, 
and for Western Maori, Wanganui and Yaldhurst are presented 
in Table 4.6. 
Table 4.6 
National total 
Maori total 
Wanganui 
Western Maori 
Yaldhurst 
Voting for political parties 1978; national 
and regional breakdown. 
Labour 
% 
40.41 
77.62 
46.77 
81.88 
48.75 
National 
% 
39.82 
10.34 
31.82 
6.54 
40.91 
Social Credit 
% 
16.07 
10.77 
19.07 
10.68 
7.99 
Values 
% 
2.41 
1.27 
2.16 
0.90 
2.33 
Source: Appendices to the Journal of the House of Representatives. 
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From Table 4.6 it is evident that there are marked 
variations in voting patterns across different regions and 
electorates. The Social Credit Political League has less 
support in the South Island electorate than in the North 
Island, and among Maori voters draws more support than the 
National Party. 
A further question was asked in order to gain some 
impression of the specifically political,·verbai interaction 
among both groups of workers. Respondents were asked, "Do 
you talk to other people about politics? Would you say 
often, occasionally, seldom or never?" Replies to this 
question are presented in Table 4.7. 
Table 4.7 
"Frequency of 
Often 
Occasionally 
Seldom 
Never 
Frequency of talking to others about 
political issues, by works. 
·Imlay Islington 
N = 100 N = 78 
talking" % % 
14 17 
28 23 
43 33 
13 17 
Other/No response 2 
The frequency of talking about political issues is not high 
at either wor~s, but slightly higher at Islington than at 
Imlay. Workers often responded that politics (along with 
religion) was a topic better left out of conversations with 
others, that friendships with other workers should not 
involve a sharing of political viewpoints (if one expected 
to retain friends). 
1 67 
Replies to a further question indicated that few of 
the men interviewed felt that it made any difference which 
of the two major parties held office. Of the Islington 
workers, 42% said that it made no difference at all whether 
the government was a National Party government or a Labour 
Party government. At Imlay, 57% of those interviewed 
replied in the same fashion. Responses to this question 
are presented in Table 4.8, broken down by respondents' 
voting intentions. 
Table 4.8 Assessment of degree of difference in election 
by voting intention. 
Voting intention 
Labour National Social Credit Undecided 
Degree of Imlay N = (50) (12) (14) (12) 
difference % % % % 
A lot 12 50 7 8 
Some 30 25 14 33 
None 54 25 79 58 
Other/Don' t know 4 
Islington N = (59) ( 8) ( 10) 
A lot 29 25 30 
Some 27 37 30 
None 44 37 40 
Of the Imlay respondents, 54% of the intending Labour voters 
said that it made no difference which of the two major 
parties was governing the country, as did 25% of the 
intending National voters at this plant, and as might be 
expected 79% of the intending Social Credit voters. At 
Islington, fewer of the intending Labour voters than at 
Imlay said that they felt it made no difference (44%) and 
34% of the intending National voters replied in a similar 
vein. These findings suggest that while workers identify 
with political parties and can verbalise reasons for 
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their attachments, as a group (with the possible exception 
of the Social Credit supporters) workers are not so firmly 
identified with their parties as to believe that it will 
make a great deal of difference whether a Labour or a 
National Government rules the country. 
In order to examine the relationship between 
political choices and ideological commitment, two questions 
were asked in which respondents were required to assess the 
power of interest groups within New Zealand society. Each 
respondent was asked, ''Some people say that trade unions 
have too much power in this country. Would you strongly 
agree, agree, disagree or strongly disagree on the whole?" 
Respondents were also asked a similar question in which they 
were asked to assess the degree of influence that 'big 
business' has in New Zealand. Replies to these two 
questions are presented in Table 4.9. 
Table 4.9 Assessments of amounts of power held 
by unions and 'big business' by works. 
Imlay Islington 
"Trade unions have 
too much power" 
Agree 
Disagree 
Don't know 
Other/No response 
"Big business has too much power" 
Agree 
Disagree 
Don't know 
Other/No response 
N = 100 
% 
46 
42 
9 
3 
50 
31 
17 
2 
N = 
% 
39 
59 
3 
67 
19 
13 
1 
78 
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The two samples differ in the pa~tern of responses given, 
nearly one half of the Imlay respondents suggesting that 
trade unions do in fact have too much power, compared to 
only 39% of the Imlay workers. Nearly all these men 
appeared, in their response to questions on their interest 
and participation in their unions, to be committed in one 
way or another to these organisations. It is apparent, 
however, that other unions do have too much power in the 
eyes of some of these workers, or at least misuse the 
power that they command. Similarly, in assessing the power 
that 'big business' holds, workers at both works manifested 
differing patterns of response. One half of the Imlay 
workers agreed with the statement that 'big business' has 
too much power, compared to 67% of the Islington workers. 
One further questi.on was asked in order to examine how 
respondents felt about the links between the trade union 
movement and the Labour Party. Workers were asked, "As you 
know, trade unions generally support the Labour Party. 
Do you approve of this, or should they keep themselves 
separate?" Replies to this question are presented in 
Table 4.10. 
Table 4.10 Attitudes toward links between the Trade Union 
movement and the Labour Party. 
Imlay Islington 
N == 100 N == 78 
% % 
Approve 34 64 
Disapprove 44 23 
Don't know 18 13 
Other/No response 2 
Again differences between the two works are evident. 
While only one in three of the workers interviewed at 
Imlay approved of these links between the political and 
industrial arm of the labour movement, nearly two-thirds 
of the Islington workers said that they were in favour 
of these ties. 
These responses to questions on the nature of the 
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distribution of power in New Zealand society, it might be 
hypothesised, reflect the ideological views of two different 
sets of voters. In order to examine the degree to which the 
differing patterns of response were determined by variations 
in political allegiance at the two plants, responses were 
cross-tabulated by votirig intention. In Table 4.11, voting 
intentions are tabulated against attitudes toward links 
between the Labour Party and the trade union movement. 
Table 4.11 Approval of Trade Union support for the 
Labour Party by voting intention. 
Voting intention 
Labour National Social Credit Undecided 
Imlay N = (50) (12) (14) (12) 
% % % % 
Approve 44 8 21 25 
Disapprove 36 75 57 50 
Don't know 20 8 14 25 
Other 8 7 
Islington N = (59) ( 8) ( 10) 
Approve 73 25 50 
Disapprove 15 50 50 
Don't know 12 25 
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The data suggest that while variations are evident and 
correspond to the voting intentions of respondents, Labour 
National and Social Credit voters at Imlay tend to be more 
conservative in their replies to this question than their 
Islington counterparts. While 73% of the Islington Labour 
voters favoured ties with the trade union movement, only 44% 
of the Labour supporters at Imlay responded in a similar 
fashion. Variations between the two works are not, 
therefore, solely a function of the numbers of workers 
voting for different parties. Similarly, as Table 4. 12 
indicates, irrespective of voting preference Imlay workers 
tend to be more politically conservative in assessing the 
amounts of power held by different interest groups. 
Table 4.12 Assessments of the power of Unions and Big business 
by voting intention. 
Labour 
% 
Voting intention 
National Social Credit 
% % 
(1) Trade Unions have too much power 
(2) 
Imlay N = 
Agree 
Disagree 
Don't know 
Islington N 
Agree 
Disagree. 
Don't know 
(50) {12) 
44 75 
44 17 
12 8 
{59) (8) 
31 75 
66 25 
3 
Big business has too much power 
Imlay 
Agree 54 42 
Disagree 26 58 
Don't know 20 
Islington 
Agree 78 25 
Disagree 14 25 
Don't know 7 50 
(14) 
50 
36 
14 
so 
21 
29 
Undecided 
% 
(12) 
50 
50 
(10) 
60 
40 
58 
33 
8 
40 
40 
20 
While 44% of the Imlay Labour voters agreed with the 
statement that trade unions have too much power, the 
corresponding percentage at Islington was 31% and while 
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a majority (54%) of the Labour voters at Imlay agreed with 
the statement that big business has too much power, the 
Islington figure was well in excess of that for the Labour 
voters. 
One other fact becomes apparent in considering these 
responses. On the .'ideological' questions, the fourteen 
Social Credit supporters appeared to be somewhere between 
the Labour and National voters in all responses. Fifty-
seven per cent of those intending to vote Social Credit 
were opposed to links between the Labour Party and the 
trade union movement compared to seventy-five per cent of 
the intending National voters. Similarly, more of the 
Social Credit voters than the National voters agreed with 
the statement that big business has too much power (50% as 
opposed to 42%) , and fewer were inclined to argue that trade 
unions have too much power (50% as opposed to 75%). 
In both groups of workers there is evidence that 
intending political choices correspond with responses to 
questions which seek to examitie political attitudes of wider 
reference. However, even taking into account the differences 
in voting patterns exhibited by the two samples, the Imlay 
workers, as a group, manifest attitudes which are more 
politically conservative than those of the Islington 
workers. 
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Factors determining Party Support at Imlay and Islington 
In their party choice and political orientations 
these workers did not manifest an instrumental orientation, 
but their commitment, even among the Labour voters, was 
not markedly left-wing. Among both groups of workers, 
especially among the Imlay men, .a considerable number 
voted for parties other than the Labour Party. In this 
section the level of support for the Labour Party is 
assessed relative to the size of workers' gross and weekly 
incomes, their ages, horne ownership~ and job histories. 
As Tables 4.13 and 4.14 indicate, income does not 
seem to have a marked effect on voting behaviour. The 
frequency of Labour voting among workers remains similar, 
irrespective of the size of incomes. Workers who earn 
less than $140 per week are just as likely to vote Labour 
as those earning over $140. Similarly, workers grossing 
$9000 per annum or less, are once again as likely to state 
that they intend voting Labour as are those earning in 
excess of $9000 per annum. 
Table 4.13 Voting intention by income. 
Voting intention (%) 
Labour National Social Uncertain Other Total N1 
Credit 
Weekly income 
$140 or less 62 12 8 9 9 100 ( 78} 
More than $140 61 12 9 16 3 101 (94} 
1 
N = 172 _{Five respondents refused to say how much they earned, 
one did not know) • 
Table 4.14 
Income 
$9000 and 
under 
Over $9000 
Labour 
62 
62 
Voting intention by reported 
Voting intention (%) 
National Social Undecided 
Credit 
13 6 13 
12 12 13 
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gross income. 
Other Total . Nl 
7 l01 (86) 
2 101 (78) 
1 N = 164 (Two 'no responses' were recorded, five respondents declined 
to answer, and seven said that they did not know). 
During the course of interviews, respondents were 
asked to assess their own financial positions. They were 
asked, "Would you say that you were well offi would you say 
much better off than most, somewhat better off than most, 
about average, or worse off than most? 11 In Table 4.15, the 
replies given to this question are tabulated against voting 
intentions. 
Table 4.15 Voting intention by self assessed financial position. 
Vot~ng intention (%) 
Financial Labour National Social Uncertain Other Total Nl 
position Credit 
Much better 62 15 8 16 101 ( 13) 
off than most 
Somewhat better 62 12 6 15 4 99 (65) 
off than most 
About average 62 13 7 11 8 101 (95) 
' Worse off 100 100 (2} than most 
N = 175 (No response was recorded for two respondents, and one 
replied that he did not know) • 
As with the objective assessments of gross and weekly 
income, the percentage of workers supporting the Labour 
Party remains the same, 62% of workers who assessed their 
position as average or better, intending to vote Labour. 
Not· only income but also commodity ownership may 
determine voting preferences. In Table 4.16, the pattern 
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of home ownership is crosstabulated with voting intention. 
The voting intentions of home owners and non-owners.are 
again similar, indicating that among the group of workers 
ownership of a house does not markedly increase the 
propensity toward voting for parties other than the Labour 
Party. 
Table 4.16 Voting intention by home ownership. 
Voting intention (%) 
Labour National Social Uncertain Other Total 
credit 
Home owner 61 13 8 13 4 99 
Other 63 8 8 9 13 101 
1 Includes both those who own houses that are freehold and those 
with mortgages. 
Nl 
(114) 
(64) 
However, the analysis of the effects on voting intentions 
of two further variables indicated that patterns of voting 
may be influenced by, on the one hand the age of voters 
and, on the other by their experience of other than manual 
working environments. 
When age is crosstabulated by voting intention, it 
is apparent that the variable has a significant effect on 
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the propensity to vote Labour (Table 4.17). 
Table 4.17 Votin9: intention b:t a9:e. 
Voting intention (%) 
Labour National Social Undecided Other Total N 1 
Age Credit 
25 or under 36 25 11. 17 12 101 (36) 
26 - 35 60 3 9 17 12 101 (35) 
36 - 45 68 10 7 12 2 99 (41) 
46 55 . 69 12 7 12 100 (42~ 
Over 56 75 5 5 15 99 (20} 
1 
N 174 (Age not available for 4 respondents). 
Only 36% of workers aged twenty-five or younger said that 
they intended to vote for the Labour Party - one in four of 
these voters in this age bracket stated that they intended 
to vote for the National Party. This pattern of voting 
among younger members of the workforce may be a function of 
a number of factors. Firstly, these workers do not have 
the long-term experience of a manual work situation nor the 
long-term experience of collective membership in trade 
unions. If socialisation into a manual workers' :;:;ub..-culture 
is a determinant of·an individual's voting preference, then 
it may be hypothesised that these workers could eventually 
change their allegiances. However, in this respect it will 
be recalled that there was little evidence in the voting 
' 
histories of the Imlay and Islington respondents, of National 
voters changing their allegiances. The pattern of voting 
among this group may reflect a more general trend away from 
the Labour Party among younger voters. An often mentioned 
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reason for support of the Labour Party was that this party 
bad succeeded in militating, for working people, the effects 
of the Great Depression. Younger voters raised in the 
relative pro$perity of the 1960's have no recollection of 
either the Depression or the first Labour Government. 
The only other significant influence on the 
propensity of workers to'vote for the Labour Party appeared 
to be the type of employment held prior to entering the 
industry. From Table 4.18 it is apparent that the type of 
j~bs held by workers prior to their entry into the works 
has a significant influence, the Labour vote being lower 
among workers who had worked in the rural sector and in 
white collar jobs (with the .exception of the five workers 
who had held managerial positions, all of whom voted Labour). 
Table 4.18 Voting intention by type of job held prior to 
employment in freezing works. 
Job type 1 
Proprietors 
and managers 
Office and Sales 
Office and Sales 
Skilled manual 
Semi -skilled 
manual 
Unskilled manual 
Voting intention 
Labour National Social Undecided Other Total 
Credit 
N 2 
100 100 (5) 
49 16 12 9 13 99 (43) 
33 33 22 . 11 99 (9) 
56 12 6 23 4 101 (52) 
75 6 8 4 8 101 (51} 
86 14 100 { 7) 
1 Coded according to Congalton I Hovighurst Scale ( 1954). 
2 N = 167 (Eleven respondents were in their. first jobs). 
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This sug-gests that workers may identify with me_~ership 
groups other than their present ones, or in other words 
that past membership groups remain significant reference· 
groups. This finding also provides tentative confirmation 
that these workers, like those interviewed by Goldthorpe 
et aZ., are influenced by their contact with other than 
manual workers, in this case by work experience in rural 
situations and in white collar jobs. 
The type of employment that the men interviewed had 
been engaged in prior to their entry into the freezing 
industry, and the age of workers, are seen to be significant 
influ~nces effecting the propensity to vote for parties 
other than the Labour Party. Income, horne ownership, and 
levels of self assessed financial well being do not, on the 
other hand, have any significant effect in the propensity to 
vote for other parties. 
Conclusion: Instrumentalism in Voting and Political 
Attitudes 
The voting behaviour and political attitudes of the 
men at Imlay and Islington do not suggest that these men 
are instrumental in their political orientations. Support 
for the Labour Party is high, particularly among the 
Islington workers, and stable supporters of the Labour Party 
give, as reasons for their continued support, justifications 
of a traditional kind. The Labour Party is -seen as the 
party of working men, and Labour supporters also suggest 
that they vote because they come from 'Labour families'. 
Political '.attitudes of wider reference among these 
workers suggest that, for most, politics and work are 
separate spheres of action. In their assessments of the 
amounts of power held by interest groups, and in their 
attitudes toward ties between the Labour Party and the 
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trade union movement, these men manifest an orientation 
which is far from radical. Ideologically, while as a group 
these men are left of centre, their responses suggest little 
evidence for the existence of a critical or radical approach 
to relations between groups in New Zealand society. In 
answers to all questions, Labour voters tended to be to 
the 'left' of National voters, with intending Social Credit 
voters taking a 'centrist' position. However, irrespective 
of party allegiances, the Islington workers are, as a group, 
far more critical in their orientations to issues of wider 
reference. 
The age of respondents and the types of jobs that 
they had held prior to working in the freezing industry 
had a significant effect on the likelihood that workers 
would vote for the Labour Party. For some workers, past 
membership in occupational groups and, more specifically, 
experience in a rural context, seem to be important in the 
formation of political attitudes which are retained over 
time. 
The absence of a radical orientation to politics, 
coupled with high levels of support for the Labour Party,. 
may be a function of a community situation in which the 
patterns of informal association and sociability serve to 
ameliorate the radicalizing tendencies inherent in work. 
It is to the pattern of sociability in the community 
that attention is directed in the following chapter. 
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CHAPTER FIVE 
THE PATTERN OF SOCIABILITY 
1 81 
Introduction 
It is not disputed that work and non-work, that 
occupational roles and roles within the community are linked 
in certain ways. Parker, in The ·Future of Work and Leisure, 
suggests that broadly speaking there are two schools of 
thought about the relationship between the spheres of work 
and non-work. 
"The first - whose adherents may be called 
segmentalists - hold that people's lives are 
split into different areas of activity and 
interest, with each social segment lived out 
more or less independently of the rest. 
Work, they say, is separated from leisure, 
production from consumption, workplace from 
residence, education from religion, politics 
from recreation. The second school - the 
holists - maintain that society is essentially 
an integrated whole, every part of which attests 
and is affected to some degree by every other 
part. Attitudes and practices developed in one 
sphere of life, they say, can spill over into 
another - killing time at work can become 
killing time in leisure, apathy in the workplace 
can become apathy in politics, alienation from 
the one, alienation from the other." 
(Parker, 1971: 99) . 
There are difficulties in placing the instrumental 
type within this holism/segmentalism typology suggested by 
Parker. The instrumental worker, it is suggested, approaches 
work in order to maximise rewards that have utility in the 
community. In this regard the orientation is holistic, the 
costs in the productive sector being balanced against the 
rewards in the sphere of consumption. Empirically, however, 
the pattern of work and non-work life is literally segmented. 
Work based friendships are not, as a corollary of instrument-
ism, carried over into the community. Similarly, Lockwood 
argues that the images of society held by workers are 
a function of both the work and the community context, 
while acknowledging that the privatised worker's life may 
be split between the two (Lockwood, 1966). 
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In this chapter, building on section two of Chapter 
Three, the pattern of non-work life among the workers at 
Imlay and Islington will.be explored to see if it accords 
with the privatised, home-centred style associated with the 
instrumental ideal type. Of interest in this regard is the 
residential locations of workers at both works; specifically 
the pattern of residence in relation to the workplace, the 
pattern of leisure, and membership in voluntary associations. 
Two further ideal types inform this discussion. 
Goldthorpe et aZ. claimed that the source of the instrumental 
orientations of the workers at Luton lay in the community at 
large. These geographically mobile workers from 'new' 
housing estates were unlikely to have non-work lives 
characteristic of either traditional working class, or of 
middle class groups. The pattern of leisure was not in 
accord with either the solidaristic orientations of 
traditional workers or of the life style patterns of middle 
class, white collar groups who tended to have high levels of 
participation in voluntary associations 'and place primacy on 
home-based entertaining. The adoption of these two 'ideal' 
patterns of sociability utilised by the Luton researchers 
in exploring the non-work lives of the workers at Luton, 
is explained by reference to the wider research aims of the 
research at Luton. The Luton study was an attempt to test 
the embourgeoisment thesis·, indeed· the town of Luton and 
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the workers who lived there had been selected specifically 
as a 'critical case' to test the assumptions of this thesis, 
the central argument of which was, that manual workers 
earning incomes which put them on economic parity with 
white collar groups were 'turning middle class'. With two 
typical patterns of sociability in mind, Goldthorpe et al. 
were concerned with three major issues. Firstly, did 
'affluent' manual workers and their families display 
characteristically 'middle class' styles of social life; 
secondly, did the cultural and social patterns of these 
workers' lives outside work remain unaffected by the nature 
of their employment, by their acquisition of middle class 
living standards through manual wage labour; and thirdly, 
did these workers associate with persons of middle class 
status as frequently and as freely as persons whose 
occupational status was similar to their own. The results 
from their enquiry into the pattern of sociability at Luton 
pointed to a unique style of life in the community which 
had not been detected in studies of either working class or 
middle class groups up to that time. Before further 
consideration is given to the results obtained by Goldthorpe 
et al. at Luton, a number of earlier contributions by the 
two senior authors serve to place the Luton study within 
the wider context of research into patterns of sociability 
among the British working class. 
Solidarism and Privatisation 
In The Black-coated Worker, Lockwood had argued that 
the bases of class consciousness are to be found in the work, 
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m~rket and status situations of workers (Lockwood, 1958: 
15), the status situation of a worker, argues Lockwood, 
relating to his or her position in the hierarchy of prestige 
in the society at large. In a later paper, Sources of 
Variation in Working Class Images of Societl, he 
demonstrated how the differing industrial and community 
contexts in which manual workers are placed give rise to 
marked variations in the 'images of society' held by these 
different sections of the working class (Lockwood, 1966). 
Two important themes developed by Lockwood in this paper 
are of relevance, namely those of 'occupational community' 
and 'privatisation'. 
Miners, dockworkers and shipbuilding workers are, 
according to Lockwood, all members of 'traditional 
proletarian communities'. Workers in these occupations 
tend to be concentrated in solidary communities, isolated 
from the influences of the wider society. They have a high 
degree of involvement in their jobs and a strong attachment 
to primary work groups. A strong sense of shared 
occupational experience makes for feelings of fraternity 
and comradeship expressed through a distinctive occupational 
culture which is sustained by association with workmates 
outside of work. Workmates are often leisure companions, 
neighbours and not infrequently kinsmen (Lockwood, 1966: 
251). By comparison, the 'privatised' worker differs in 
regard to both work and community situations. Work and 
the work place are not 'central life interests', attitudes 
and orientations to work are characterised by instrument-
alism. The privatised worker will not therefore be part of 
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cohesive work groups, which are important in generating a 
sense of occupational community. Life in the community is 
characteristic of life in low-cost housing estates; 
communities consist of 'populations of strangers'. 
"Unrelated by the ascriptive ties of kinship, 
long standing neighbourliness and shared work 
experiences, and lacking also the facility for 
readily creating middle class patterns of 
sociability, workers in the estates tend to 
have a socially isolated, home-centred 
existence" (Lockwood, 1966: 257). 
For the traditional proletarian worker, the work and 
the community context are both characterised by solidaristic, 
communal patterns of sociability. For the privatised worker 
work and community are separate, distinct spheres of life;.· 
work is a means to certain economic ends which, once 
acquired, have utility in a community situation characterised 
by a home-centred pattern of life and competitive 
consumption between individuals. 
The typology developed by Lockwood in this paper, 
and his concern to examine the relationship between work 
and community contexts and the corresponding patterns of 
social imagery, are evident in a paper written in 1962 with 
John Goldthorpe, The Manual Worker: Affluence, Aspirations 
and Assimilation. In this paper the authors were concerned 
to identify the social and structural processes which were 
conducive to the formation of the 'new' working class. The 
authors postulated a bi-lateral normative convergence 
between members of the 'new' working class and a 'new' 
middle class, and examined. the conditions under which the 
work and community situations of manual workers, in 
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particular, might generate new patterns of relations within 
and between classes. The problem is stated by Goldthorpe 
and Lockwood in the following way: 
" .•. given a state of affluence, what 
particular patterns of working class life 
in modern societies are those likely to be 
most conducive to the process of embourgeois-
ment .•. In approaching (this question) we 
suggest that the areas o£ working class life 
which will clearly repay examination are 
firstly work and secondly community and family." 
(Lockwood_ and Goldthorpe, 1962: 11). 
The authors highlighted the importance of plant or unit 
size, and the type of production system, in determining 
attitudes and behaviour among the working class. 8 In 
looking to the community and family situations of manual 
workers, Goldthorpe and tockwood argued that two factors 
were important: homogeneity and stability. In a working 
I 
class community situation which is characterised by 
homogeneity, they argue, patterns of formal and informal 
association will tend to reinforce a sense of collective 
identity. Membership of formal associations, such as 
trade unions and working mens clubs, together with patterns 
of informal association within homogeneous communities 
will be conducive to the development of a shared collective 
experience and a commonly held view of the world. 
8 
"Among workers living closely together, 
experiencing common life chances, showing 
publicly in many informal activities and' 
joining together in organisations designed 
to further their particular pleasures and 
The relationship between plant or unit size, production· 
method, and worker attitudes and behaviour is discussed 
in more detail in Chapters Two and Three. See also 
Lockwood and Goldthorpe, 1962, pp. 11-17. 
interests, a sense of belonging together, of 
holding together a common position in society, 
appears to be that which chiefly shapes their 
social perspectives" (1962: 20). 
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These relationships with others are perpetuated over 
time by the relative immobility of those within these 
working class communities. Length of residence within 
these communities serves to engender a collective definition 
of the community and enables the continued existence of 
extended family relationships. 9 In turn, these extended 
kinship networks further reinforce the solidarity of the 
working class community. 
"Kinship then, functions in general to reinforce 
the consciousness of 'us', or, more technically, 
to maintain the identity of the workers reference 
group with his membership group" (1962: 24). 
The Pattern of Sociability at Luton 
Luton was not a traditional, established town, 
most of the inhabitants being of quite recent origin. 
Despite the 'newness' of the town however, workers and their 
families tended to follow traditional working class patterns 
of association. Kin were still a major source of friends 
and companiorrs among the Luton workers, 'even though these 
kin rarely lived in such close proximity that contact could 
be maintained with them in a largely casual and unplanned 
way (Goldthorpe et al., 1969: 89). Neighbours were 
important as a source of friends and companions, and 
Goldthorpe et al. concluded that for the manual workers at 
Luton, styles of sociability tended to be clearly more 
characteristic of the working class than of the middle 
class. 
"The couples who figured in our critical case •.• 
remain in fact largely restricted to working-
class styles of sociability, and in the formation 
of their friendship, relations are for the most 
part neither guided by middle-class norms nor 
aided by middle-class social skills" (1969: 91). 
188 
The manual couples also retained traditional patterns 
of independence as far as friendships were concerned; wives 
tended to have sets of friends based on their families and 
the local neighbourhood, while their husbands tended to 
have mates recruited from the locality and from work 
with whom they associated independently of their wives. 
In comparing manual couples with the white collar couples 
in the Luton sample, Goldthorpe et al. found that the former 
were not as likely to entertain other couples at h9me, and 
when entertaining did take place, it was more likely to 
involve kin. The Luton researchers concluded, on the basis 
of these findings, that the patterns of association, 
"can scarcely be taken as demonstrating the 
spread of typically middle class friendship 
relations and modes of sociability. On the 
contrary, it would more obviously suggest the 
persistence of the long established working 
class belief that the house is a place reserved 
for kin and for very 'particular' friends alone. 11 
(1969: 92). 
Levels of participation in formal associations among 
the manual workers at Lutqn indicated that this particular 
mode of interaction was not popular. Even taking into 
account membership in Trade Unions, participation overall 
was very low, and less than one in ten of the sample 
participated in the running of an association. Differences 
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between manual and white collar workers were quite marked 
in this respect (1969: 94). Participation in formal 
associations tended to be limited to trade unions and 
work-based clubs; participation being in regard to the 
former 'sometimes involuntary' and in regard to the latter 
'often merely nominal'. 
Goldthorpe et aZ. concluded that, 
"our findings would indicate as the most probable 
concomitant of these workers' orientation to work 
and of their present type of employment what we 
have earlier referred to as privatisation - a 
process, that is, manifested in a pattern of 
social life which is centred on, and indeed 
largely restricted to, the home and the conjugal 
f ami 1 y" ( 1 9 6 9 : 9 6-9 7 ) • 
Breaking away from traditional patterns of sociability had 
been, argue Goldthorpe et aZ., a prerequisite of becoming 
affluent (1969: 97). Exigencies experienced by the Luton 
workers in the performance of their jobs placed further 
constraints on the pattern of sociability in the community. 
Goldthorpe et aZ. show a direct relationship existing between 
the amount of overtime worked by workers and the frequency 
of entertaining. 
" ... obstacles must inevitably have been created 
not only to the acceptance of distinctively 
middle-class styles of sociability ... but indeed 
to any kind of frequent and regular association 
with persons outside the immediate family group." 
(1969: 97). 
The Luton respondents did not however, argue Goldthorpe et 
aZ., regard their privatised style of life as an unfortunate 
consequence of their having had to move to Luton and the 
consequent constraints imposed by their choice of work. 
While relationships with kin were in evidence, these 
relationships were characterised by selectivity. 
" •.. being separated from the body of their 
kin or living in a community in which kinship 
ties were of slight importance was actually 
experienced as an advantage in that it made it 
easier to restrict or to discontinue kinship 
relations that were found not to be rewarding." 
(1969: 104). 
The home-centred pattern of life was apparently valued 
for what it was, 'the wife and kids' were not the only 
contacts left after a process of social attrition; 
" ••. our respondents often made remarks which 
revealed that their horne- and family-centred 
existence was something that in many ways, 
they positively valued" ( 1969: 1 04) • 
Of all the spare-time activities reported by the 
Luton couples for the two days and the weekend prior to 
being interviewed, 62% proved to be activities that took 
place in and about the horne itself, and three-quarters of 
all activities reported were ones carried out either by 
husband and wife alone or together with other members of 
the household. Home-based leisure, doing chores or odd 
jobs, gardening and watching T.V., seemed to dominate the 
non-work hours of the Luton workers. 
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The pattern of sociability at Luton can be summarised 
as follows. .Firstly, workers and their ,families exhibited 
traditional styles of sociability inasmuch as friendship 
networks were confined to the l9cal neighbourhood, and 
husbands and wives tended to retain the traditional pattern 
of independence. Secondly, the major source of friends and 
companions was kin, although some selectivity was evident 
in this regard. Thirdly, the constraints imposed by the 
nature of the work, and workers having chosen to move to 
Luton, were reflected in a privatised life-style. This 
life-style, however, was valued in itself and was not 
experienced as an unfortunate cost accruing to workers as 
a result of their placing primacy on economic rewa+ds. 
Fourthly, the privatised mode of sociability is further 
evidenced by low levels of participation in voluntary 
associations. The pattern generally reflected a 
modification in traditional modes of sociability, but a 
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pattern which in no way confirmed that workers experienced, 
or aspired to, a 'middle class' mode of sociability. 
Patterns of Sociability in the New Zealand Context 
' 
In Inkson's study of freezing workers in two Otago/ 
Southland works, as well as assessing the nattire of 'on the 
job' involvement with workmates, he asked a set of questions 
on social relationships aimed at determining the nature of 
patterns of friendship and off-work association. He found 
that freezing workers were more likely to report as their 
main leisure interests - playing sports, going fishing, 
hunting, or tramping and drinking, than were other manual 
workers and less likely to report home-maintenance, 
gardening and family activities (Inkson, 1977: 10). 
Inkson, on the basis of these findings, argues that the 
high involvement in sports and outdoor activities may 
indicate, among these men, the need to find a suitable 
outlet for work-based frustrations. In making this argument, 
he echoes the sentiments expressed by Kornhauser who 
suggested that deprivations experienced in work may be 
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manifested in expressions of job dissatisfaction and 
contribute to mental illness' (Kornhauser, 1965). Inkson 
also suggests that freezing workers by virtue of their jobs 
may be more prone to alcoholism, accidents, fighting, 
marital breakdown, and crime than other workers (1977: 10). 
In the context of this present chapter, what is of direct 
concern is Inkson's fin~ing that freezing workers appeared 
to be far from privatised in their leisure pursuits, in 
fact Inkson seems to suggest that this group of workers were 
less likely than any other group to base their leisure 
activities around the home and family. These findings 
would indicate that as a corollary of the instrumental 
orientation to work, a privatised mode of sociability.may 
not be in evidence among the men at Islington and Imlay. 
Patterns of Sociability at Imlay and Islington 
1. Areas of residence and residential stability 
The pattern of sociability among the workers at 
both Islington and Imlay may be facilitated or constrained 
by the community contexts in which interaction takes place. 
Men in both samples were asked whereabouts they lived, and 
the areas most often mentioned in response are presented 
in Tables 5.1 and 5.2. What is immediately obvious from 
both these tables is that a large number of workers in both 
plants lived in the. suburbs surrounding the works. At Imlay, 
nearly one half of the workers interviewed lived in the two 
suburbs closest to the works, Castlecliff and Gonville; 
similarly at Islington a large number resided in the suburbs 
to the south-west of Christchurch or in the smaller 
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satellite towns around this area such as Rolleston, 
Prebbleton and Templeton. 
Table 5.1 Residential locations of Imlay workers 
Number Per cent 
Castlecliff 24 24 
Gonville 23 23 
Ratana 10 10 
Wanganui East 9 9 
Ararnoho 8 8 
Springvale 4 4 
Durie Hill 3 3 
Putiki 3 3 
Central City 2 2 
Bastia .Hill 2 2 
Others 12 12 
100 100 
Table 5.2 Residential locations of Islington workers 
Number Per cent 
. 
Hornby 16 21 
Templeton 8 10 
Avon head 6 8 
Hoon Hay 5 6 
Yaldhurst 5 6 
Islington 4 5 
Riccarton 4 5 
Linwood 3 4 
Papanui 3 4 
Prebbleton 2 3 
Waltham 2 3 
Bishopdale 2 3 
Rolleston 2 3 
· Beckenharn 2 3 
Others 14 18 
78 102 
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The tendency for workers to live in close proximity 
to their places of employment is probably a function of 
two factors. Firstly, for many workers, particularly the 
Islington workers, it may be simply a matter of convenience 
to live close to their places of employment. Secondly, 
the housing property market and the pattern of property 
valuation are such that areas close to freezing works are 
likely to be characterised by high levels of state housing, 
low property valuations and a low rate of capital 
accumulation on housing investment. Manual workers are 
therefore likely to be 'directed' toward such areas in their 
choice of housing, either because of the state rental 
housing available or because.the property prices in these 
areas are at a level which workers can afford. Even with 
the modern technical facilities available, freezing works 
are rarely odoriferous. One further factor explains some 
of the concentration of workers around plants. Both works 
still own properties around the works which are rented to 
a number of workers. In early times, a number of companies 
were responsible for building villages next to freezing 
works to house workers. Today, works that employ a high 
percentage of seasonal labour still maintain hostels for 
these migrant workers. 
Given that a large number of workers live in close 
proximity to the works, it nee& not necessarily follow that 
these areas are working class districts. New Zealand does. 
not have the industrial connurbations which generate working 
class districts similar to those of Liverpool and Manchester. 
Thus, when Gold thorpe et aZ. note the homogeneity and 
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stability of traditional working class communities, it is 
likely that these areas manifest a much higher degree of 
homogeneity than do similar areas in the New Zealand context. 
At Imlay, 24% of the men interviewed said that they lived 
in the suburbs of Castlecliff, and at Islington 26% said 
that they lived in either Hornby or Islington. In Figure 3 
the occupational breakdown for the suburb of Castlecliff 
is compared to that for the Wanganui urban area. The 
pattern indi.cates that while, in occupational terms, there 
is not complete uniformity compared to the Wanganui urban 
area, far more of the male workers in this district are 
production workers, transport and equipment operators or 
labourers, and a greater percentage of the female labour 
force in this district are employed in similar jobs or in 
clerical, sales or service occupations. A similar pattern 
is evident in Figure 4, 
1
in which the Hornby community district 
is compared to the Christchurch urban area. A relatively 
higher percentage of workers are employed in the production 
sector and relatively fewer in white collar jobs. These 
breakdowns by occupation for the two areas suggest that 
many of the men at both works live in suburbs that might 
best be described as 'working class' suburbs. Both these 
suburbs are characterised by a greater percentage of 
production workers than are the two urban areas in which 
each is located. This quantitative data suggests that 
Castlecliff and Hornby are subject to some degree of 
occupational homogeneity. 
Replies to a question asked in the course of 
interviews indicate that the workers interviewed. are not, 
eo 
/ 
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eo 40 io 0 2.0 40 60 00 
Males (%) Females (o/o) 
Wanganui Urban 
Castle cliff 
Area l Professional, technical, etc. 
2 Administrative and Managerial 
3 Clerical workers 
Figure 3 
4 Sales workers 
5 Service workers 
6 Agricultural, animal husbandry 
and forest workers, fishermen 
and hunters 
7 Production workers, transport 
and equipment operators, 
labourers. 
Occupational breakdown of actively ·employed, 
Iuales/females 15 years and over, Wariganui 
urban area and Castlecliff. 
(Information from 1976 Census of Population 
and Dwellings Bulletin Number 8, pp. 22-27). 
eo 60 40 
Males (o/o) 
Christchurch Urban Area 
Hornby 
6 
0 0 20 40 60 
Females (0/o) 
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1 Professsional, technical, etc. 
2 Administrative and Managerial 
3 Clerical workers 
4 Sales workers 
5 Service workers 
6 Agricultural,animal husbandry 
and forest workers, fishermen 
and hunters 
7 Producti~n workers, transport 
and equipment operators, 
labourers. 
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Figure 4 Occupational breakdown of actively employed 
males/females 15 years and over, Christchurch 
urban area and Hornby 
(Information from 1976 Census of Population 
and Dwellings Bulletin Number 10). 
as a group, geographically mobile. Each respondent was 
asked "Have you lived in the Wanganui/Christchurch area 
all your life?" Replies to this question are presented 
in Table 5.3. 
Table 5.3 Residential stability. 
"Have you lived in the Wanganui/Christchurch 
ar~a all your life?" 
Yes 
No 
Imlay 
N = 100 
60 
40 
Islington 
N = 78 
71 
30 
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A majority at both works said that they had lived in their 
respective areas all their lives. At both works a similar 
pattern emerges. There is a concentration of individuals 
in the suburbs around each plant, and in both cases these 
suburbs would appear to be residential areas in which a 
greater number of production workers than any other group 
lc 
are located. While data i"s· not available on the pattern 
of residential mobility within Wanganui and Christchurch 
for these two groups of workers, replies to a question on 
residential stability indicate that a majority in both cases 
.. - .w •• ~ 
were not geographica~ly.mobile. The latter finding calls 
Results from a study by Smith and Thorns suggest that for 
low socio-e·conomic areas, the rate of residential mobility 
is lower and that movement tends to be within similar 
housing sub-markets. Residential mobility within their 
respective cities for both these groups of workers is, 
therefore, unlikely to be high or in an upward direction 
in terms of the housing market ("see Smith and Thorns, 
1979: 129). 
into question the assumption that, in the New Zealand 
context at least, workers who are instrumentally oriented 
in their choice of jobs are also geographically mobile 
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and would also suggest that for the workers in both the 
Imlay and Islington samples a privatised mode of sociability, 
if in evidence, will not be a function of high geographical 
mobility. 
2. Work and non-work 
In Chapter Three, replies to a question on the nature 
and frequency of interaction with workmates outside of work 
indicated that the sharp division between work and non-work 
suggested by the instrumental type was not evident. A 
similar.question was put to respondents later in the course 
of each interview. In that part of the interview devoted 
to examining the leisure and recreational pursuits of each 
worker, r~spondents were asked "Do you spend any of your 
spare time with men from the works?" At Imlay 78% of the 
men interviewed replied that they did, and 77% 
of the Islington workers responded in a similar fashion. 
This question, if answered in the affirmative, was followed 
by "How well would you say that you know their wives and 
families? Very well, quite well, just to say hello to, 
or not at all?" Approximately one third of all workers 
who spent time with men from work said that they knew their 
workmates' wives and families 'very well', and 63% at Imlay 
and 59% at Islington said that they knew their workmates' 
wives and families 'very well' or 'quite well' (Table 5.4). 
Responses to _this question indicate that not only is there 
a lack of evidence of a work 1 non-work split 1 but that there 
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Table 5.4 Interaction between workers' families. 
* "How well do you know (freezing workers') wives and families?" 
Imlay Islington 
N = 78 N = 62 
Very well 32 32 
Quite well 31 27 
Just to say hello to 24 26 
Not at all 9 15 
No response 4 
* Asked only of those who said that they spend time with men 
from the works. 
is also some degree of interaction between workers' familiep, 
a fact which is further reinforced when the results from 
Table 3. in Chapter Three are recalled. Of the Imlay 
workers, 31% said that they had friends from work visiting 
at home and 27% of the Islington workers also said that they 
had friends from work visiting them at home. 
A large number of respondents at both works said 
that they had relations working in the same plants as 
themselves. There also appeared to be a high level of 
contact with kin outside of work. Each respondent was 
asked, "Do you see much of your relatives or your wife's 
at all? Would you say on average that you see them once a 
week, once a month, or less than once a month? 11 The Imlay 
workers appear to have a higher level of contact with 
relatives, 64% of them saying that they saw either their own 
or.their wife's relatives once a week on average, compared 
to 49% of the Islington workers (Table 5.5). 
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Table 5.5 Contact with relatives. 
Imlay Islington 
N=lOO N = 78 
Relatives seen: % % 
Once a week 64 49 
Once a month 19 12 
Less than once a month 14 36 
No response/Others 3 4 
The fact that the Imlay works drew much of its work force 
from the local Maori community is reflected in the 
differences between the sets of responses. The extended 
kinship networks throughout the plant at Imlay and the 
high level of interaction in kinship networks outside work 
suggest that for a large number of workers, particularly at 
Imlay, kin are a major source of friends and companions. 
There also appear to be differences between the two 
works in terms of the level of entertaining done in the horne. 
Each worker was asked, in the course of interviews, "How 
often would you say that you have friends around - Once a 
week, once every few weeks, once a month or less than once 
a month?" The frequency of entertaining appears to be high 
at both works, although the lack of a group with whom 
comparisons can be made is problematic in this regard 
(Table 5.6). However, it appears that the high levels of 
social interaction already evident in the replies to 
questions analysed above are once again reflected in 
replies to this question. Far from leading privatised life 
styles, both groups of workers appear to have high levels of 
contact with men from work outside of work, and with kin. 
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Table 5.6 Frequency of entertaining at home. 
Imlay Islington 
Frequency of having N = 100 N = 78 
friends around to the house % % 
Once a week 59 40 
Once every few weeks 17 22 
Once a month 14 10 
Less than once a month 6 27 
No response/Others 4 1 
The data suggests that the non-work lives of both sets 
of workers sustain an occupational culture of a kind. 
These workers seem to be more 'traditional' than privatised. 
Workmates appear to be leisure companions, often neighbours 
and not infrequently kinsmen. 
3. Formal and informal association 
All the men in both samples are members of at least 
one formal association; associations in which they appear to 
have a high degree of interest and in which participation 
is also high. Aside from their involvement in trade unions 
at work, the men at both Islington and Imlay extended 
their participation to formal associations outside of work. 
Levels of pa~ticipation in associations are generally 
higher in New Zealand than in other countries {Pitt, 1973: 
158). In a review of a number of New Zealand community 
studies, Pitt suggests that levels of participation are 
variable across class lines, and that race, age and 
education also have some effect on these levels. Sport 
is the most important ingredient in associational life in 
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New Zealand, but membership in sports clubs often follows 
class lines. However, Pitt suggests that team and spectator 
sports only form a part, probably a minor part, of the total 
number of hours devoted by New Zealanders to leisure 
activity. "Probably the most important of all leisure 
activities, increasing greatly in the post-war period, are 
house and garden acti v.i ties" (P'i tt, 19 7 3: 159) • New 
Zealanders as a group appear to be home-centred, much of 
their leisure time being devoted to 'odd jobs' around the 
home and the like, a cultural trait which may cut across 
occupational lines. In a property-owning democracy, where 
most have some investment in housing, it is likely that 
activities around the house, home-centred leisure patterns.,. 
will not be confined to any one group. The high level of 
informal association in New Zealand tends to be based around 
drinking. Pitt reports that nearly one half of a sample 
taken from a forestry town went drinking regularly (Pitt, 
1973: 160). 'Going to the pub' was once an extension of 
work roles when licensed premises closed at six o'clock. 
But now the pattern of drinking has altered such that the 
pub or hotel can provide extended entertainment rather than 
a bridge between work and horne. 
In the present research, two set-s of·questions were 
asked on the pattern of formal and informal association 
among men at Imlay and Islington. Firstly, each respondent 
was asked if he belonged to any clubs or organisations. 
Replies to this question indicate, on the one hand, a high 
frequency of membership in voluntary associations and also 
membership in organisations which appear to be predominantly 
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associations of working men (Table 5.7). 
* 
Table 5.7 Membership in voluntary associations. 
Imlay Islington 
"Number of workers N = 98 N = 78 
stating membership of:"* % % 
Working Mens Clubs 47 62 
Sports Clubs 51 65 
Church or Church Group 17 4 
R.S.A. 7 8 
W.E.A. 1 1 
Political Party 2 3 
Parent Teacher organisations 1 4 
In an administrative error, two respondents were not 
asked this question. 
Membership in Working Mens Clubs and Sports Clubs was high 
in both groups, although greater at Islington than at Imlay. 
The dearth of literature and published research results 
makes comparison with other groups difficult. However, 
it would appear that membership in associations is as high, 
if not higher than it is in similar occupational groups 
(Pitt, 1973). The higher levels of reported membership 
in associations at Islington balances the higher levels of 
informal interaction between workers reported at Imlay. 
The data suggest that the Islington workers are more 
likely to participate in the context of formal associations, 
while the Imlay workers are placed in communities in which 
informal interaction is higher. 
Membership in associations may be high but it does 
not necessarily follow that levels of participation will be 
correspondingly high. Each respondent was asked, "Where do 
205 
you go when you have a night out usually?" The most popular 
form of entertainment was a night out at the pub, followed 
by going to a Working Mens Club, visiting a friend's house 
or going out for a meal (Table 5.8), and this pattern of 
preference was similar at both works. ·The pattern of 
leisure seems to be one in which social drinking in 
social contexts is given primacy. 
Table 5.8 Leisure activities on a night out. 
Imlay Islington. 
Most popular N = 100 N = 78 
activities mentioned % % 
Pub 31 33 
Working Mens Club 18 18 
Friend's house 10 12 
Going out for a meal 10 10 
Cinema 6 9 
Relations 7 3 
Concert 1 1 
Theatre 1 
Others 11 14 
No response 5 
In order to gain further insights into the pattern 
of leisure among respondents, at the end of each interview 
each respondent was asked to describe how he'd spent the· 
last two weekends and the two week days prior to the 
interview. The responses given by four respondents are 
tabulated below. 
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case One (Islington). 
Married with two children, one at primary school, the other pre-school. 
Lives in a rented house close to the works. 
week-day 
Evening 
Week-day 
Evening 
saturday 
Morning 
Afternoon 
Evening 
sundax: 
Morning 
Afternoon 
Evening 
1 
2 
Went to sports practice. 
Stayed at home and watched T.V. with wife. 
Worked at freezing works, then gathered firewood 
and did some odd jobs around the house. 
Played sport. 
'Recuperated' from playing sport. 
Worked at freezing works and then sawed some firewood. 
Went for a drive to visit relations. 
Watched T.V. and read. 
Case Two (Imlay). 
Married, no children, lives in rented house in Wanganui. 
At present looking for a house to buy. 
Week-day 1 
Evening 
Week-dax: 2 
Evening 
Saturday 
Morning 
Afternoon 
Evening 
Sunday 
Morning 
Afternoon 
Evening 
Stayed at home and watched T.V. 
Went out to the pub with workmates and others. 
Did some shearing. 
Went and watched a game of rugby. . 
Went to the pub for a couple of hours. 
Had tea and then out to the pub with wife. 
Worked at freezing works. 
Cut firewood. 
Watched T.V. with wife. 
Case Three (Imlay). 
Married with two pre-school age children. 
Lives outside of Wanganui and owns his own home. 
Week-da:t 
Evening 
Week-day 
Evening 
Saturda~ 
Morning 
Afternoon 
Evening 
Sunday 
Morning 
Afternoon 
Evening 
1 
2 
Went shopping in town, then to the pub for a while. 
Stayed around home and watched T.V. 
Worked in the garden and around the house. 
Coached and then played football. 
Social in the rugby club rooms. 
Sleep in. 
Watched T.V., went out with family~ 
Went to a meeting. 
Watched T.V. and played with the kids. 
Case Four (Imlay). 
Married, six children, one school age. 
Owns his own home close to the works. 
Week-day 1 
Evening 
Week-day 2 
Evening 
Saturday 
Morning 
Afternoon 
Evening 
Sunday 
Morning 
Afternoon 
Evening 
Stayed at home and watched T.V. 
Went to the local pub. 
Worked around home and then went to the T.A.B. 
Went and watched rugby league. 
Went to the local pub. 
Worked around the house, pottering around. 
tl II II 
" 
II II 
Stayed at home and watched T.V. 
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In each of these cases the responses follow a similar 
pattern. While each respondent invested time in and 
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around the house and with his family, the home-centred 
leisure is complemented by leisure pursuits outside of the 
home which tend to be activities of a wider social kind. 
Watching, playing or coaching sport, and drinking at clubs 
and pubs all feature, and this pattern is one in which the 
familial and extra-familial activities of workers are often 
not exclusive. Activities involving family members, for 
example coaching a son's football side, also involve others 
in the community, freezing workers and their families 
included. 
4. Conclusion 
The pattern of leisure does not accord with the 
privatised, home-centred pattern suggested by the 
instrumental ideal type. Responses to questions in this 
area suggest that, like the Luton workers, these workers too 
give a central place in their lives to their wives and kids; 
however, in contrast to the Luton workers, these men tend to 
balance family based leisure with social interactions of 
wider reference in the community. Contact with fellow 
workers is high, in and out of work. A high level of 
contact is maintained with relatives, and workers tend to 
interact within a social context which includes other 
workers and their families. Membership in voluntary 
associations is high, particularly associations which bring 
together other working men, and the pattern of leisure seems 
to centre on these clubs, on sports clubs and on pubs. 
·The impression gained is one in accord with popular 
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conceptions of the '~verage N.Z. bloke". Freezing workers 
at these two plants appear to be social, outdoor types of 
people interacting with workmates and others regularly in 
clubs, pubs and in each other's homes. 
Post Script. Social Costs incurred in the Community 
In the course of interviewing the 178 men at 
Islington and Imlay, the replies given to a number of 
questions indicated that for these men, there were costs 
involved in working as zing workers that were realised 
in social situations outside of work. In the pubs, clubs 
and sports organisations in which these men were involved, 
interaction was sometimes strained because of the relatively 
low occupational status accorded to these men by others. 
The following comments are characteristic of those made. 
"I'm not one to hide what I am, there's nothing 
wrong'with being a freezing worker •.. but it's 
surprising when you go, it's freezing worker 
this and freezing worker that. Sometimes I go 
up and have a good argument and sometimes I 
let it slide off my shoulders." 
"They started a Lions Club a few months ago 
and one didn't get invited to join. They went 
around and picked who they thought was better ... 
it didn't really hurt my feelings... . I would 
probaoly have said no anyhow .•• 'but this sort 
of thing, I mean I've been in the district for 
over,five years." 
11 Then there are people I know that are pretty 
well up that I've ~ctually played rugby with 
that own their own businesses and there are 
times when they won't even bloody talk to you." 
11 I happened to be sitting alongside her 
and in the course of the conversation it came 
up. ·"what do you·do?" she asked. I said, 
11 I'm a freezing worker.•• 11 0hh .••• a freezing 
worker". Now that's exactly what she said and 
how she said it. For the rest of the night she 
never talked to me, she never even said hello 
to my wife. Right up to that point she was 
talking to everybody, she was asking us when we 
were going to get married, intended to have a 
family,· where we were going to live and the rest 
of it •.• The year after that we went, and the 
whole night she went around talking to everyone 
and it was that obvious that others made remarks 
on it - she walked right around the room, carne 
to our table and walked around us." 
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Freezing workers are involved in social relationships 
outside of the works but it appears that, for some, social 
contacts, particularly contacts outside of their own 
occupational culture, result in an increasing awareness that 
their's, in the eyes of some, is a low status occupation. 
For some of the men at Islington and Imlay, these primary 
social experiences outside of work are significant in the 
formation of images of the society and communities in which 
they live. These images of the society are discussed in 
more detail in the following chapter. 
CHAPTER SIX 
IMAGES OF CLASS AND INEQUALITY 
The term 'image of society' was first used by 
European sociologists in the late 1950's. Willener, 
Popi tz, Bahrdt et at. and Bott all published work at this 
time, making use of the term (see Davis·, 1979: 13-33). 
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In the British context the major work on images of society 
remains Lockwood's seminal paper Variations in Working Class 
Images of Society (1966). By his own acknowledgement, 
an extended footnote to Chapter Five of Volume Three of 
'The Affluent Worker Study', this paper has served as the 
impetus for a number of pieces of research and as the 
catalyst for a good deal of debate (see e.g. the collection 
of papers edited by Martin Bulmer; Bulmer, 1975). 
Lockwood's 1966 paper was the result of a long-term interest 
in the work and community situations of workers on the 
part of the author. In 1955, Lockwood published The Black-
coated Worker: A study in Class Consciousness. This 
early study is not explicitly concerned with images of 
society so much as with class consciousness, but a number 
of the features of this early work inform his later analyses. 
Lockwood was concerned to examine the degree to which 
individual clerks saw their interests in collective terms. 
"The vital question was whether the clerk 
himself was conscious of this community 
of interest and whether he would align 
himself with the working-class movement. 11 
(Lockwood , 19 58 : 1 4) • 
Further, pre-empting his later analysis, Lockwood localised 
'class position' by reference to three distinct features. 
11 First, 'market situation' 1 that is to say the 
economic position narrowly conceived, consist-
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ing of source and size of income, degree of job 
security, and opportunity for upward occupational 
mobility. Secondly 'work situation', the set of 
social relationships in which the individual is 
involved at work by virtue of his position in the 
division of labour. And finally, 'status 
situation', or the position of the individual in 
the hierarchy of prestige in the society at large. 
The experiences originating in these three spheres 
may be seen as the principal determinants of class 
consciousness" (Lockwood, 1958: 15). 
By presenting his analysis in this way, Lockwood placed 
individuals within three objective situations, a conceptual-
isation which served, in part, as a model for the generation 
of the ideal types utilised in the Luton study. What is of 
greater import in this early study is the emphasis which 
Lockwood places on the work situation in the generation 
of class consciousness. 
"Without doubt in modern industrial society 
the most important social conditions shaping 
the psychology of the individual are those 
arising out of the organisation of production, 
administration and distribution .•. The work 
situation involves the separation and 
concentration of individuals, affords 
possibilities of identification with and 
alienation from others, and conditions feelings 
of isolation, antagonism and solidarity." 
(Lockwood, 1958: 205). 
In Lockwood's 1966 paper, he asserts that not only class 
consciousness but all images of society, are determined by 
individuals' localised experiences. The assumption is drawn 
from Bott's statement that, 
" the ingredients, the raw materials, of 
class ideology are located in the individual's 
various primary social experiences, rather than 
in his position in a socio-economic category. 
The hypothesis advanced here is that when an 
individual talks about class; he is trying to 
say something in a symbolic form, about his 
experiences of power and prestige in his actual 
membership groups and social relationships both 
past and present" (Bott, 1957). 
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Lockwood argues that individuals will extrapolate fr.om these 
localised experiences to an appreciation of inequality in 
the wider society. The threefold determination of class 
consciousness adopted in The Black-coated Worker is 
supplanted by a twofold characterisation based on work and 
community milieux. On the basis of variations within the 
work and community situations of the working class, he 
delineates three different ideal types of worker: the 
traditional proletarian, the traditional deferential, 
and the pri vatised worker (Lockwood, 196.6: 250) • The 
emphasis on the work situation, evident in Lockwood's earlier 
work, is still present but, with the characterisation of the 
Luton workers anq in particular the car assembly workers, 
as instrumental (Goldthorpe, 1966}, Lockwood no longer sees 
class consciousness determined sole:Ly by the work situation. 
In The Black-coated Worker, Lockwood had suggested that, 
"the whole atmosphere of the productive unit is 
conducive to impersonal antagonism .•• A social 
situation is created in which the worker's 
experience of the impersonality of the factory 
bureaucracy is evidenced and generalised into a 
sense <?f class division" {Lockwoo¢1., 1958: 206). 
In his conceptualisation of the 'privatised worker' 
Lockwood now sees the possibility of a calculative response, 
an instrumental orientation. 
"although he is alienated labour, he is unlikely 
to possess a strongly developed class conscious-
ness because his involvement in work is too low 
to allow for strong feelings of any kind,.except 
perhaps the desire to escape from it altogether. 
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He is neither deeply involved with his work-
mates nor deeply antagonistic to his employer; 
on the whole his attitude to both more nearly 
approximates one of indifference. 
These tendencies of the work life are 
reinforced and accentuated by a certain form 
of community life which is increasingly repres-
entative of the new working class: namely the 
·social structure of the council, as the private, 
low-cost housing estate" {Lockwood, 1966: 257). 
Lockwood suggests then that the work situation and the 
' community situation of the 'privatised worker' are conducive 
to an image of society which is, in essence, pecuniary. 
By contrast, the image of society ascribed by Lockwood to 
the pr?letarian traditionalist is of a dichotomous kind, 
a power model. 
" ..• the proletarian social consciousness is 
centred on an awareness of 'us' in contradis-
tinction to 'them' who are not part of 'us'." 
{Lockwood, 1966: 251). 
The 'them' specified by Lockwood includes "bosses, 
managers, white collar workers and, ultimately, the public 
authorities of the wider society" (Lockwood, 1966: 251), 
a list which provides further evidence for his assertion 
that the felt, or experienced, inequalities at a local level 
will serve as a basis for perceptions of the society at 
large. However, he asserts that these outsiders are 
'remote from the community', a comment which seems to go 
against the thesis that the sources of social imagery lie 
in an individual's primary social experience. The work and 
community situations of these traditional workers were 
described in the previous chapter - occupational communities 
built up around traditional industries in traditional 
working class districts. 
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The second 'type• of proletarian, the deferential 
worker, holds to an image of society as being characterised 
by a prestige hierarchy. The elements of this type result 
from studies of def.erence in voting behaviour among manual 
workers. The deferential worker, argues Lockwood, defers 
socially as well as politically to his betters. The work 
situation most conducive· to the gen_eration of a deferential 
ideology, he argues, will be that in which direct contact 
with the employer is possible. 
"Workers in various kinds of service occupations, 
in non~ (or rather pre-) industrial craft jobs, 
those working in small scale 'family enterprises' 
and in agricultural employment, are workers who 
are most exposed to paternalistic forms of 
industrial authority 11 (Lockwood, 1966: 253). 
'Small, relatively isolated and economically 
autonomous communities', argues Lockwood, are conducive to 
the reinforcement of the sense of hierarchy that the 
deferential worker requires in his work role. 
The third 'type' of image in Lockwood's threefold 
typology is that of the privatised worker who character-
istically holds a pecuniary image of society - class 
divisions are seen as based on differences in material 
wealth, or more specifically money. The. concomitant work 
and community situations of the privatised worker have been 
discussed in previous chapters. The mode of orientation to. 
work, to employers and unions alike, is instrumental and 
1 A more detailed exposition of the nature of deference, 
particularly among British agricultural workers, can be 
found in Newby's The Deferential Worker (Newby, 1977). 
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the mode of life in the community is a family centred, or 
privatised, life style. 
More specifically, the image of society held by the 
privatised worker is 'de-socialised', 
"a model of society in which individuals are 
associated with, and disassociated from one 
another, less by any type of social exchange 
than by the magnitude of their incomes and 
possessions" (Lockwood, 1966: 260). 
Relationships with others are not important in the formation 
of this pecuniary image. Whereas the power and prestige 
models, held by the traditional and deferential workers 
respectively, entail a perception of social groups with whom 
the worker is linked in relationships.of subordination or 
deference, a money model connotes inequalities of an 
extrinsic and quantitative form: 
"Compared with power and prestige, money is not 
inherently a divider of persons at all; it is a 
common denominator, of which one may have more 
or less without it thereby necessarily making a 
difference to the kind of person one is." 
(Lockwood, 1 9 6 6 : 2 6 1 ) . 
Those three variations in types of working class imagery 
constitute the theoretical base for the discussion of 
research findings in The Affluent Worker Study, although 
. 
the conceptualisation of the privatised worker and the 
corresponding pecuniary image of society must be seen, in 
part, as a result of the unexpected findings obtained at 
Luton. Indeed, in Chapter Five of The Affluent Worker in 
the Class Structure, only two contrasting perspectives are 
initially presented, a middle class and a traditional 
working class perspective (see Gold thorpe et at., 19 69: 
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11 8-121) • 
Before moving on to a discussion of the findings from 
Luton, some of the criticisms of Lockwo·od' s conceptualisation 
need to be noted. In the main, these criticisms relate to 
the validity of the theoretical arguments which Lockwood 
makes in generating the three ·• types' • 
Lockwood's conception of proletarian traditionalism 
has been criticised because of its emphasis on a localised 
frame of reference. Brook and Finn suggest that some of 
the factors Lockwood allocates with traditional community -
the existence of face to face emotional interactions at work, 
the localised labour market, and the high degree of job 
involvement - inhibit the development of proletarian 
consciousness rather than support it (Brook and Finn, 1977: 
133) • 
A similar point is made by Salaman who suggests 
that traditional occupational communities, "are more likely 
to result in parochialism than in a sense of national 
solidaristic class consciousness" (Salaman, 1974: 20). 
Westergaard suggests that solidarities of class and 
solidaristics of community may be antithetical rather than 
complementary (Westergaard, 1970: 129), and the basis of 
Parkin's threefold characterisation of 'meaning systems' is 
that any perception of one's· society in class terms is 
dependent on the availability of a 'radical meaning system' 
which, once adopted, replaces the essentially accommodative 
responses of those in subordinate positions: 
"[working-class communities] ... generate a 
meaning system which is of purely parochial 
significance, representing a design for living 
based upon localised social knowledge and 
face-to-face relationships. A class outlook, 
on the other hand, is rooted in a perception 
of the social order that stretches far beyond 
the frontiers of community" (Parkin, 1971: 90). 
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The second criticism that has been made/is that 
Lockwood's typology is a deterministic one; that it posits 
a correspondence between the base (work and community 
milieux) and the superstructure (working class images) in 
a one to one fashion. Brook and Finn suggest that, 
"Workers may not view the class structure in one 
way, but in different and contradictory ways ..• 
Given all the different influences working in 
the consciousness of workers, we would suggest 
that any kind of coherent 'images of society' 
would be the exception rather than the rule. 
If neither the social situation of a particular 
group of workers, nor the interpretations of · 
these situations, are as homogeneous as Lockwood 
suggests, the way is opened for apparent contra-
dictions between attitude and conduct and also 
for a considerable variation in the attitudes 
themselves" (Brook and Finn, 1977: 135). 
Similarly, Davis, citing research findings by Brown 
and Brannen (1970) and Bell and Newby (1973), argues that 
patterns of images are likely to be characterised by 
variability and diversity rather than stability (Davis, 
1979: 24). 
Proponents of the argument would see the relationships 
between social structure and consciousness as essentially 
dialectical and, for this reason, call into question the 
assumption that images will reflect anything other than 
evidence of contradiction and instability. (See also, 
Blackburn and Mann in Bulmer, 1975: 131-163). 
Hyman suggests that a dialectical approach to the 
study of the relationship between social structure and 
consciousness is needed. 
"There is ..• a complex two-way process in which 
men's goals, ideas and beliefs influence 
are influenced by the social structure. To do 
justice to its complexity, industrial socio-
logists must be attuned to this dynamic 
interaction between structure and consciousness." 
(Hyman, quoted in Bulmer, 1975: 176). 
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The possibilities of this approach are exemplified in Beynon 
and Nichols' study of "Chemco" workers: 
"To talk of 'class consciousness' is not to 
indulge in abstract theorising but to talk 
of the ways in which people come to understand 
themselves and their position in society and 
history through their concrete experience of 
that society" (Beynon and Nichols, 1977: 76). 
Acknowledgement of the tension between social structure 
and consciousness, between base and superstructure, is 
implied in their comment that, 
"People are not the simple product of the forces 
that work on them. People are not the 'effect' 
or the 'cause' but both one and the other at the 
same time, and the way they produce themselves 
out of what is made available for them is 
important, for them and for other people." 
(Beynon and Nichols, 1977: 77). 
Both sets of arguments raised in reaction to Lockwood's 
formulation are subject to refutation or verification in 
empirical research. Workers in traditional industries may 
or may not manifest images of society which are dichotomous 
and based on an experience of power relations in work and 
community. Similarly, images of society may not be 
consistent and may reflect instead the contradictory nature 
of individual experiences. 
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Social imagery among workers at Luton 
Two perspectives, or ideal types, were utilised by 
Goldthorpe et aZ. in determining the research expectations 
at Luton. The dualism was between a traditional, working 
class perspective and a middle class perspective. The 
former consists of an image of society characterised by a 
dichotomous social order;' a set of fixed wants and 
expectations; a concern for the present, of putting up with 
life; and a commitment to collective action as a means of 
protecting collective interests, and promoting mutual aid 
through group solidarity (Gold thorpe et aZ., 19 69: 118) . 
The latter consists of an image of society which is 
characterised by a hierarchical social order, of an open 
social structure in which the individual has an obligation 
to try and get on in the world; and an orientation toward 
the future and toward progress through the occupational 
ladder. In this perspective, the basis for progress lies 
in individual attainment and achievement. 
Goldthorpe et aZ. argued that the workers at Luton 
had 'exceptionally powerful aspirations in the sphere of 
consumption'; indeed as a result of the way the study was 
designed, the sample was, to a degree, 'self selected on 
the basis of such iniatives' (Goldthorpe et aZ., 1969: 122). 
In this respect at least, the aspirations of the Luton 
workers were at variance with the accepted conception of 
traditional working class aspirations. This desire for 
economic advancement on the part of these men was reflected 
in the images of society held by the Luton workers. 
The authors found a surprising absence of both power 
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or dichotomous models, and prestige or hierarchical models 
of the class structure; 
" So far as the bulk of our sample were 
concerned, the social order was to be envisaged 
neither as a system of power nor as a pyramid 
of prestige" (Goldthorpe et a'l., 1969: 146) •. 
The images presented by the men in the Luton sample were 
characterised by a high d,egree of diversity, to the degree 
that the authors suggested that, 
"To atempt to account for 'them exhaustively 
on the basis of a relatively small number of 
categories, following the practice of most other 
studies, would be a difficult and roost probably a 
dubious undertaking" (Goldthorpe et a'l., 1969: 147). 
However, even given this considerable ·diversity, there was. 
one common overriding characteristic, 
"a marked propensity to regard social class as 
being primarily a matter of money, or, to be more 
precise, of differences in the incomes, wealth 
and material living standards of individuals and 
groups 11 (Goldthorpe et al., 1969: 147). 
Of all respondents who possessed some communicable 
image of the class structure, 61% regarded money as the most 
important determinant of class (see Table 6.1). There was 
little evidence of concern with status striving - higher 
standards of consumption were strongly desired for the 
various benefits and pleasures they could directly bestow; 
but were not thought of as carrying prestige implications - a 
finding which was pre-empted by Lockwood's.early comment that, 
"it is sociology gone mad to assume that because 
people want goods of this kind (i.e. consumer 
durables) . they always want them as status symbols. 
A washing machine .is a washing machine is a 
washing machine" (Lockwood, 1960: 253). 
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Table 6.1 Images of class structure among the Luton respondents. 
Source: J. Goldthorpe et'al.': The Affluent Worker in the 
Class Structure, p. 150. 
Approximate 'power' model - i.e. two 
major classes, differentiated in 
terms of possession'and non-possession 
of power and authority 
Approximate 'prestige' model - i.e. three 
or more classes, differentiated in terms 
of aspects of life-style, social back-
ground or acceptance 
Approximate 'money' model - i.e. one large 
central class plus one or more residual 
or elite classes differentiated in terms 
of wealth, income and consumption 
standards 
Other images not approximating 
above models 
No communicable image 
Totals 
N 
10 
19 
124 
59 
17 
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The images held by these workers were largely 
determined by reference to attributional rather than 
interactional criteria. Goldthorpe et aZ. pointed 
% 
4 
8 
54 
26 
7 
99 
out that prestige and status aspects of social stratification 
were not so much neglected, as denied any validity at all. 
However, respondents did point to "what they saw as the 
hollowness and absurdity of lower middle-class 'pretensions' 
and snobbism' 11 (Goldthorpe et aZ., 1969: 151) • In a 
question which asked Luton respondents what sorts of people 
they felt 'a bit awkward with', 30% referred to people who 
were 'snobs' or who were referred to by some equivalent 
term ( 1969: 152) • These findings suggest, at least 
some degree of interactional as opposed to attributional 
ranking, a finding which the Luton researchers found 
difficult to reconcile.with the lack of any evidence of 
conflict in actual social situations. The authors state 
that attitudes of this sort were not confined soley to 
those who held money models, suggesting the possibility 
that some respondents, prepared to deny the existence of 
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classes, might well have justified this claim by reference 
to the qualities of persons, rather than the attributes of 
different classes of persons. Similarly, for those who 
held money models, the perceived snobbishness on the part 
of some people might be seen as an accommodative response, 
given, as the authors suggest, 'the discrepancy that clearly 
exists between our affluent workers' images of their society 
and the 'reality• of that society' (1969: 151). 
Following Batt, the authors located these 
images in the immediate social world of the workers at Luton. 
" if attention is concentrated on the local 
situation, then the distinctive tendencies that 
occur in the way our affluent workers view the 
class structure can in fact be seen as linking, 
in a fairly logical manner, the nature of their 
everyday social experience and their 
preoccupation with economic rather than status 
advancement" (1969: 153). 
Experience of rising living standards in the past (and an 
orientation toward the future based on these experiences) · 
meant that the Luton workers were led to be "less impressed 
by the weakness and vulnerability of their class position 
than by the extent to which they had been able to achieve 
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economic advance within the existing social framework'' 
(1969: 155) •2 
With those findings, and the typology developed by 
Lockwood, serving as a basis for discussion, responses from 
Imlay and Islington workers to a set of questions similar 
to those adopted for use by Goldthorpe et a"l. in their 
interviews at Luton, are· analysed. In particular, the focus 
is on the prevalence of pecuniary models of the class 
structure, the determinants and correlates of classes, the 
number of classes distinguished by respondents, and the 
labels which respondents use in identifying them. 
Social Imagery among Imlay and Islington Workers 
The section of the interviews dealing with 
respondents' perceptions of class and inequality, when 
transcribed, often yielded a document in the region of five 
to ten typewritten pages. In a sample of 178 men, this 
represented a wealth of information. In actually completing 
the interviews a number of impressions were gained which 
were reinforced in reading transcripts. Firstly, it was 
apparent that replies were complex and often contradictory, 
and that the ,unity and clarity of the ideal types noted by 
Goldthorpe et a"l. were not in evidence among the replies by 
2 The relative prosperity of Britain in the mid 1960's was, 
however, shortlived. Goldthorpe et al., while recognising 
the potential for a disjunction between images of society 
and experiences of changing economic conditions, were led 
to predict a relatively open economic future (1969: 188). 
This prediction on the part of the authors, one which was 
not realised in later developments within British society, 
was subject to.a number of critical reactions, some of 
which were reviewed in Chapter Two. 
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the Imlay and Islington workers. 
Secondly, it was apparent that the ideal types 
utilised by Goldthorpeet aZ. tended to confuse two aspects 
of class perception. In analysing responses it was evident 
that replies could be descriptive and/or evaluative, and 
that respondents often noted what were obviously the 
correlates of class and inequality without necessarily 
. . 
saying anything about the determinants of class and 
inequality. This suggested that the adoption by Goldthorpe 
et al. of the pecuniary ideal type, or model of the class 
structure, reflected the fact that their respondents at 
Luton were verbalising descriptive evaluative accounts 
of the class structure. By contrast, the dichotomous or 
power model, which they suggest characterises the images 
of traditional workers, implicitly contains some notion 
of the determinants of class, that is to say differential 
patterns of power, without necessarily implying how these 
patterns are translated into recognisable classes. 
Thirdly, it was apparent that responses given by 
the men interviewed reflected both experiences in relational 
terms, as well as perceptions which tended to be more 
objectively based. The use of the term 'class' in 
discussions with these men was often inappropriate. 
Workers tended to respond that while certain people might 
feel that they were 'a class above others' this did not 
necessarily mean that classes per se existed. Some of the 
responses given in this regard are indicative of this tension 
between relational aspects of class and perceptions which 
are not based on localised primary experiences. 
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Finally, in introduction it should be noted that 
respondents often isolated a number of determinants and 
correlates of the class structure, often linking numbers of 
factors in statements of cause and effect. This suggested 
that analysis of these replies by reference to the ideal 
typologies developed by Goldthorpe et al. would be impossible. 
As Hiller has noted, 
"Despite the fact that the few existing 
intensive studies of class schemes have shown 
that most people display elaborate, complex 
and dynamic conceptions of structured social 
inequalities, most researchers seem content to 
utilize highly simplified (and possibly grossly 
distorting) summary indicators of ·such meaning 
complexes" ( 19 7 5b: 259) • 
In the discussion of replies given by Imlay and 
Islington respondents the •summary indicators' utilised by 
Goldthorpe et al. are not adopted for use. However, one 
modal type of image was in evidence in the replies by the 
Imlay and Islington workers. Among those who suggested 
that classes did in fact exist in New Zealand society, a 
large number said that the most important factor setting 
people apart was money and that a three class system 
characterised by a large central class and a small number 
of 'rich' and 'poor' was prevalent. 
Correlates and Determinants of Class and Inequality 
In Table 6.2, the most often mentioned factors 
associated with classes and class formation are presented. 
Money is the most often mentioned response at both the Imlay 
and Islington works. Respondents who suggested the 
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Table 6.2 Determinants and correlates of class and inequality. 
Imlay 
N = 100 
Islington 
N = 78 
Percentage of respondents mentioning 
Money 70 64 
Occupation 25 18 
Snobbishness 17 46 
Education 12 30 
Race 11 17 
Life style 15 24 
importance of this factor verbalised this perceptions in a 
number of ways. Often it was linked with other factors 
or simply implicit in the labels that respondents gave to 
different classes. The following responses are 
characteristic of those given: 
"There's the rich, the not-so-rich and the 
poor." 
II 
I'd say that money is the problem behind 
the whole lot." 
"Well take the manager for instance, he's 
earning more money than the actual worker." 
"Well I think that in recent years there 
has got to be different classes, a lot more 
wealthy people and a lot more people on the 
poverty line than ever before I think." 
From these responses it is obvi6us that'reasons given for 
the existence of classes are often linked. The second most. 
often mentioned factor was snobbishness. The following 
replies are characteristic of those given: 
"Well if there are different classes they 
are put there by the people themselves." 
"There is no class distinction in New Zealand. 
Class distinction only comes about when a 
person puts himself in that position." 
"Some people like to thank that they are in 
a class of their own. As far as I'm concerned 
they are no different to me." 
"I know that ther~ are different people around 
who do think there are different classes but I 
don't think that's a problem." 
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Evidence of a pure prestige model was lacking, but workers 
often referred to aspects of life style and occupational 
status, although not always in either evaluative or 
deferentia.! terms. 
"Well there must be different classes - you 
see suburbs go ahead, buildings and 
that sort of thing and suburbs they are 
struggling to get on their feet and that sort 
of thing, you know - that's the type of class 
I mean." 
One factor not isolated in previous research was mentioned 
by respondents at both works, namely the influence of race. 
Often referral was made to the fact that different races 
constituted a class, but a number of comments made 
suggested an ethnocentric orientation more sinister in 
nature. Comments such as the following were made: 
"I think if a person lived up in Auckland 
you'd.notice it more ... There's a lot more 
of a Polynesian population up in the North 
Island." 
"Well it's the racial one, the dark fellow 
up in Auckland with his own bar ... " 
"I take it you mean by classes, the colour ... ?" 
"There were a lot of Maoris and Islanders 
down there. At Ocean Beach the place was 
full of them. And they didn't like us.much 
and I didn't like them much either to tell 
the honest truth." 
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The responses given overall in regard to the determinants 
and correlates of class suggest that money is seen by both 
sets of respondents as the most 'important factor. There is 
a marked absence of dichotomous imagery or references to · 
differential patterns of power. Perceptions of prestige, 
while alluded to in references to occupation andlife style, 
are not in evidence in anything like the 'pure' form 
suggested in the model utilised by Goldthorpe et aZ. 
If the class structure is seen by many as character-
ised by differences in the amount of money or wealth accruing 
to individuals, then not only are images pecuniary but they 
are also trichotomous. In Table 6.3 the number of classes 
perceived by respondents is tabulated for both works 
samples. 
Table 6.3 Number of classes specified by respondents. 
Number 
One 
~0 
Three 
Four 
Five 
More than five 
Not specified/Don't know 
None 
Imlay 
N = 100 
% 
1 
21 
44 
5 
1 
25 
4 
Islington 
N = 78 
% 
13 
39 
6 
1 
4 
33 
4 
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Respondents were more likely to perceive of a three class 
system than a two class or dichotomous model. In Tables 
6.4 and 6.5, the labels given to the highest and the lowest 
classes by each respondent are tabulated against the number 
of classes perceived. 
Table 6.4 Terms used to describe lowest class by number of classes 
perceived. 
No. of classes 
perceived 
Two 
Three 
Four 
Totals 
Table 6.5 
No. of classes 
perceived 
Two 
Three 
Four 
Totals 
Class labels 
Lower Poor Worker 'No hoper' Middle 
Number of responses 
7 3 8 - 5 
28 18 8 4 -
3 - 1 - -
38 21 1~ 4 5 
Terms used to describe highest class by 
number of classes perceived 
Class labels 
Upper Executive/ Wealthy Rich High 
Business 
Number of responses 
11 2 - 3 .5 
25 4 3 16 8 
3 1 1 1 2 
39 7 4 20 15 
Other 
6 
11 
-
17 
Others 
9 
13 
1 
2-3 
The terms most often used in describing the class structure 
were often.descriptive of income levels. The lowest class 
was most often referred to as 'the lower class', or as 'the 
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poor'; the highest· class was most often referred to simply 
as 'the upper class'. 
In Table 6.6 the terms respondents used in describing 
their own class are presented. 
Table 6.6 Subjective self placement (open-ended). 
Imlay Islington 
Classes in which respondents N = 100 N = 78 
placed themselves % % 
Middle 37 31 
Working 17 27 
Medium 5 
Average/Ordinary 7 9 
Lower 7 1 
Middle/Working 2 9 
Others 12 8 
Not specified 16 10 
Workers at both works were more likely to describe them-
selves as 'middle class', but the use of this term is 
commensurate with the adoption of trichotomous models. 
Middle class is clearly seen as relative to an upper class 
and a lower class; the terminology does not reflect, by 
virtue of the way that respondents order their perceptions, 
a position relative to the working class. For these 
respondents the middle class, in a three class scheme, 
generally consists of working men. As respondents often 
stated: 
"I suppose I'm talking of middle class 
as a working class." 
"That middle class .•• you'll still find 
that he's a worker actually." 
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At the end of the section of class imagery each respondent 
was asked to place himself in a fourfold class category. 
Workers were asked, "Some people say that there are four 
social classes in New Zealand: the middle class, the lower 
class, the working class and the upper class. If you had to 
choose one of these terms, which one would you say that you 
and your family are in?"· 
Replies to this question are presented in Table 6.7. 
Table 6.7 
Subjective class placement (Forced choice) 
Upper 
Middle 
Working 
Lower 
No response 
Refused to answer 
Imlay 
N = 100 
% 
1 
28 
61 
1 
2 
7 
Islington 
N = 78 
% 
24 
44 
1 
18 
13 
Adjusted frequencies (Responses as a percentage 
of all those who responded) 
Upper 
Middle 
Working 
Lower 
Refused to answer 
Imlay 
N = 98 
% 
1 
28 
62 
1 
7 
Islington 
N 64 
% 
30 
53 
2 
16 
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There are obvious disparities between the class labels that 
respondents used to describe themselves, and those adopted 
in the forced choice question. While only 17% of the 
Islington sample had voluntarily used the term 'working 
class' in describing themselves, 62% of those who answered 
the question at Imlay and 53% of the Islington workers 
identify with the term when it is introduced in a forced 
choice question. Workers were far more likely to describe 
their class by reference to a 'neutral' term which implied 
an average level of financial well being relative to an 
upper and a lower class, than they were by reference to the 
term 'working class'. 
Conclusion 
In their images of social inequality, and of the 
determinants and correlates of class in the wider society, 
these workers often gave complex and contradictory responses. 
It has been argued that attitudes toward classes and 
perceptions of inequality are manifested in two ways. 
Firstly in terms of individuals' primary social experiences, 
in which case individuals' responses are often assessments 
of others, and secondly, workers perceive of the class 
structure from a more objective appreciation of relative 
financial standing within the community. Images couched in 
'class' terms tend to be trichotomous, and workers are 
more likely, given this conception of the class structure,· 
to see themselves as middle class. Among both groups of 
workers these two aspects of social imagery would seem to 
be the most significant. 
CONCLUSION 
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In this thesis the approach utilised is an action 
approach. In this conclusion the major findings discussed 
in the four preceding chapters will be reviewed and the 
utility of the action approach assessed. 
In Chapter One a set of research expectations were 
introduced and the chara9teristics of the. meat freezing 
industry discussed. The industry is one characterised by 
large plants, a complex pattern of ownership, large and 
well organised unions, and a seasonal pattern of employment. 
The industry is responsible for a large percentage of the 
country's export earnings and is also the most stoppage 
prone; accounting for more stoppages than any other 
industry, more worker involvement in disputes, and a greater 
number of man-days lost. In addition, the industry is the 
most dangerQUS to work in, accounting for more 'lost time' 
accidents than any other industry. 
In the course of the present research, 178 men from 
two plants were interviewed about their jobs, their attitudes 
to their unions and firms, and their perceptions of the 
causes of industrial conflict. Respondents were also asked 
about their life styles outside of work, about their 
political views, and their perceptions bf the class structure. 
In the analysis of research findings, the integrating 
theme has been provided by an expanded version of the 
instrumental ideal type. This approach was adopted, and 
the choice of instrumentalism made, for two reasons. Men 
who work in the meat industry, it is commonly assumed, are 
highly paid workers intent on inc~easing the level o~ reward 
accruing to them. Secondly the utility of this type of 
analysis had already been demonstrated by Kerr Inkson 
who argued that freezing workers were instrumental in 
their orientations to work. 
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The research findings have been reviewed in the 
course of the preceding pages. In this conclusion the 
research expectations presented in Chapter One can be. 
summarily addressed. In their industrial attitudes and 
behaviour the men interviewed manifest responses which 
suggest that their choice and continued occupancy of their 
jobs are based on instrumental criteria, specifically a 
desire for ~igh financial rewards. Responses from the 
two works' samples differed and it was suggested that, 
while a concern with extrinsic crit~ria inform~d choices 
by both sets of workers, the instrumental mode among the 
Islington workers was one oriented toward other than 
financial reward. Workers described their jobs as 
repetitious and often monotonous, yet acknowledged that 
high levels of skill were involved and that work was often 
dangerous. Relations with other workers and the level of 
pay were the primary sources of satisfaction in jobs, and 
the physical conditions under which work was performed 
and the way in which work was organised were the primary 
sources of dissatisfaction. It was suggested that in 
analysing industrial attitudes and behaviour, a conceptual-
isation that demarcates b'etween the spheres of job choice 
and occupancy, on the one hand, and job satisfaction and 
dissatisfaction on the other, has some utility. This 
co.nceptualisation of a two-stage process has been made by 
Inkson and enables consideration of different priorities in 
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different contexts. 
Workers professed a high level of interest in union 
affairs, participated to a high degree and made positive 
assessments of their unions. A concern with job conditions 
was placed ahead of a concern with increasing pay on the 
ranking of union strategies. 
A teamwork approac~ in indus~ry was seen as possible 
and desirable by men at both works, although there was 
evidence that workers, particularly at Islington, were 
likely to view relations within their own firms as less 
than ideal. It was suggested that respondents' perceptions 
of relations within firms were characterised by a 
co-ordinative as opposed to a unitary image. 
The pattern of sociability is far from privatised. 
Workers participate in leisure activities with other workers 
outside of work, and levels of membership in clubs and 
associations are high. It was suggested that the style of 
sociability evident in both these samples is not of the 
kind that might be expected from highly instrumental workers. 
In their political attitudes and behaviour these men 
tend to be left of centre, inasmuch as a majority appear to 
support the Labour Party. However, responses to questions 
on the amount.of power held by interest 'groups in New Zealand 
society, and on the desirability of ties between the 
industrial and the political wings of the Labour movement, 
suggest that ideologically, workers are far from radical in 
their political orientations. Differences between the two 
works were quite marked in terms of both the pattern of 
voting behaviour and the levels of ideological commitment. 
It was suggested that two factors had an influence on the 
propensity of workers' voting Labour; firstly their ages 
and secondly, their job histories - specifically their 
experience of rural and white collar work. 
In their perceptions of the 6lass structure these 
workers tend to hold pecuniary images, and to place 
themselves according to class criteria based on income. 
Typically, the class structure is envisaged as being 
trichotomous, and workers tend to place themselves in a 
large, central 'middle class'. 
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In these four focal areas: job related issue, the 
pattern of sociability, political attitudes and behaviour, 
and class perceptions,· freezing workers manifest orientations 
which are characterised by neither pure instrumentalism nor 
by solidaristic collectivisim. The workers interviewed are 
not markedly instrumental but this does not detract from 
the utility of the instrumental type. In constantly 
referring back to the research expectations generated by 
this type, the patterns of att~tude and behaviour have 
been placed against a construct which has facilitated a 
detailed and thematic exposition. 
What of the issues that informed the choice of the 
type? Public stereotypes of the industry and of the men 
who work within it cannot be substantiated by any of the 
data pres~nted. Far f~om being 'militant radicals' informed 
by a 'for€ign' ideology, the analysis suggests that the 
workers interviewed, while solidaristic in their orientations 
to their unions and 'left of centre' in their political 
views, bring to their work situations what has been termed 
a 'pragmatic pluralism'. However, there is little 
evidence that these workers see management as acting 
in a paternalistic manner. 
Developments within the industry may well follow 
the pattern that was suggested earlier in this thesis, 
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as being characteristic of firms operating in a capitalist 
economy. The movement p1ay well be toward cutting down on 
labour costs and the introduction into the industry of 
automated processing. If the pattern of development within 
the industry is along these lines, there are implications 
for the men who work within it at present. How these men 
react as individuals, and collectively through their unions, 
will have·implications for the industry and for the country 
as a whole. Whatever the nature of the changes, and there 
can be no doubt that there will be radical changes within 
the industry, in the final analysis labour will always be 
the most important variable. The analysis presented in 
this thesis suggests that these workers through their 
orientations to work, class and community, will be active 
participants in determining future developments. 
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1. Access 
Access was gained at two levels. Firstly, the two 
works at which interviewing took place are owned and 
operated by Waitaki New Zealand Refrig. A research proposal 
was submitted to the Company by J.H. Kerr Inkson of Otago 
University, and the Company agreed to finance the research 
through a grant made to the University of Otago (see 
Appendix C) . Access to the Company was made through 
contacts already established by Kerr Inkson. Two works were 
initially suggested as suitable research sites. In 
approaching both local management and union officials at 
these two works, a discussion paper was prepared and 
submitted and it was requested, and agreed to by the Company, 
that all correspondence relating to the research be passed on 
to local management and union branches. Unfortunately, 
local union officials at one of the works initially selected, 
felt that they could not support the research. These 
officials argued that they had not been kept adequately 
informed and they also felt that a piece of already 
published research, the field work for which had been 
completed at this particular works, was biased against the 
unions. An alternative works was selected and the author 
presented a discussion paper to local management, to works 
department supervisors and to union boards of control at 
both the Imlay and Islington works. In discussions with. 
both these groups, comments and· suggestions were made about 
the research, a number of which necessitated additions being· 
made to the schedule of questions. 
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2. Samples 
A one in six systematic sample was taken from 
. 
seniority lists of workers provided by the local management 
and unions at both works. 1 Arrangements were made with 
supervisors, and men were approached if their names were 
drawn in the sample. If a worker declined to participate 
he was replaced by the man above or below him on the 
seniority lists. Respondents were interviewed at work 
during working hours, and in offices made available by the 
Company. Each worker was interviewed by the author or by a 
trained assistant. The timing of the interviews meant that 
a number of seasonal workers had already been 'put off' by 
their firms·, and for this reason samples are biased towards 
more permanent workers. When interviewing commenced at the 
Islington works, killing had already been stopped on two 
mutton chains. For this reason, far more experienced 
workers are included in the Islington samples. The 
characteristics of the two samples are presented in the 
table below. 
Characteristics of Imlay and Islington samples 
Imlay Islington 
N == 96 1 N = 78 
% % 
( 1) Age - 25 or under 28 12 
26 - 35 23 17 
36 - 45 20 28 
46 - 55 21 28 
Over 56 7 15 
( 1 Ages not available for 4 Imlay respondents) 
1 In the case of the tradesmen, who are not ranked by 
seniority, a one in six sample was taken from 
alphabetical lists. 
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Imlay Islington 
N = 100 N = 78 
\ % 
(2) Length of Employment 
5 years or less 54 28 
5 - 10 23 22 
11 - 15 9. 14 
16 - 20 8 15 
21 - 25 0 14 
26 - 30 3 5 
More than 30 3 1 
( 3) Marital Status 
Never married 74 75 
Married 7 8 
Divorced/separated 2 
Widower 17 17 
3. The Interview Schedule 
An adopted version of the schedule used by Kerr 
Inkson in his study of male workers was utilised and where 
focal areas not examined by Inkson were introduced, the 
interview schedule was modelled on that adopted for use by 
Gold thorpe et aZ. in the Luton study. However, not all the 
questions used by Inkson were adopted, and similarly the 
type and form of some of the questions asked by Goldthorpe 
et al. meant that some were inappropriate for use in the 
New Zealand-context. Other questions asked by the Luton 
researchers were not adopted, or were modified because it 
was felt that they were inappropriate given that the focus 
for this research differed from that of Goldthorpe et aZ •. 
The number of questions included in the schedule 
meant that each interview lasted for approximately one hour. 
In effect, in the course of each interview we were attempting 
to include as many questions as possible. from both the 
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'work' and the 'home' schedules used by Goldthorpe etaZ. 
However, we were also aware of the need to give respondents 
a chance to answer in their own words and in their own time. 
For this reason a large number of open-ended questions were 
included in the research and each interview was taped, if 
the respondent agreed. 
4. Data Analysis 
Replies to questions, where 'force-choiced', were 
coded by the author and analysed by use of the SPSS computer 
programme. A number of the open-ended questions were also 
coded for computer analysis. The categories adopted in 
coding these questions were similar to those used by Inkson, 
and by Goldthorpe et aZ. Where categories were deemed 
inappropriate, or responses followed patterns which differed 
from those previously encountered, modifications to the 
coding categories were made. 
The section of the schedule devoted to class imagery 
was the least structured of all the sections in the schedule, 
the interviews at this particular stage being characterist-
ically discursive. This section of the interview for all 
respondents was transcribed from tapes, and a content 
analysis was undertaken after an initial reading of 
transcripts. All the transcribing was done by the author. 
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Department of Sociology - University of Canterbur~ 
Freezing Industry Research 1978 
INTERVIEW SCHEDULE 
Name 
Date 
Interviewer 
Organisation 
A, Introduction 
Explanation of purpose.of res§arch 
Guarantee of conf1d~ntiality 
. Quee;t ions 
8. Work History and Background 
(I'd like to start by asking you a few details 
about your background.) 
1, What is your job at the works? 
2. What does that entail? 
3. How many seasons have you worked for now here 
at Islington/Imlay? 
D 
4. Have you had any other jobs in the works at all? 
I Yes I 
(If yes, "Where and for how long?) 
Department Time Period 
1 • 
2. 
3. 
4. 
5. What was the lest job that you had before 
coming to work here?. and the one 
before that? 
(Look in terms of 4 or 5 job changes.) 
Job Description Time Employed 
6. Can you·tell me when you leFt school? 
(and did you have any educatio~ai qualifications, 
for example .••. ) 
School Cert. 
U.E. 
2,3 years Secondary 
Matriculation 
Proficiency 
University 
No Secondary Education 
7. Do you have any trade qualifications? 
B. Why did you come to work here? 
(Probe: Why to this works rather than 
to somewhere else?) 
9. 
[Try to number reasons in order of importance) 
Have you, at any time, thought seriously 
about leaving your present job here at 
Islington/Imlay? 
Yes 
No 
D 
D 
(If yes, ask •question 10; if no, go on to 
question 12.) 
s. 
6. 
7. 
B. 
9. 
10. Could you tell me something about that? 
(Probe For causes oF possible job change.) 
11. Have you ever done anything about it? 
12. Why do you stay here at Islington/Imlay 
then? 
13. What work does your Father do? 
(did he do?) 
Has he done that job For most oF his liFe? 
14. Looking again at your job, would you 
say that it's a skilled one? 
Would you say then that its skilled 
semiskilled 
unskilled 
15. How dangerous is your job? 
16. 
Would you say very dangerous 
Fairly dangerous 
a little dangerous 
irly saFe 
very saFe 
Do you Find your job monotonous? 
§ 
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10; 
11 • 
12. 
13. 
14. 
16. 
17. Would you say that it is 
very boring 
-
mildly boring 
mildly interesting 
very interesting 
undecided, O.K. 
17b. Why do you say that? 
18. What are the good fhings about your job? 
I mean what do you like about your job? 
19. What are .the bad things about your job. 
I mean, what do you dislike about your job? 
20. If there was one thing about your job here 
that you could·change, what would it be? 
.... why? 
c. Worker and the Work Group: 
21. On the job how much do you talk to your 
workmates? Would you say 
A good deal 
Just now and then 
Hardly at all 
~..JI 
17 
b 
18. 
19. 
20. 
21. 
22. What sorts of things do you talk about? 
Is it mainly about work or mainly about 
things outside the works? 
Work 
Non work B 
23. How would you feel if you were .moved to 
another job in the works, more or less like 
the one you have noVi, · but away from the men 
who work near you? 
Would you feel 
Very upset 
Fairly upset 
Not much bothered 
Not bothered at a11 
Not applicable 
O.K. 
24. How many of the men who work near to you 
would you call close friends? 
25. 
D 
(numbers) 
Do you have any other close friends here 
at Islington/Imlay? o· 
(So you would say that in all,c=J of ~he 
men who work here are close friends.) 
26. Do you see him/~hem outside of the works? 
(If yes, probe for when and for what purpose) 
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22. 
23. 
24. 
25. 
26. 
279. 
b. 
28a. 
How do you get on with your foreman/ 
boardwalkers? 
Would you say you got on: 
Very well 
Pretty well 
Not so well 
Very Badly 
Why do you say that? (Probe for personality v. 
frequency of contact) 
Can a foreman or a supervisor become a 
close friend of a worker? 
Yes 
No 8 
b. Why do you say that? 
29a. Would you become a foreman or supervisor 
if you were asked? 
b. How keen would you be: 
very keen 
fairly keen 
indifferent 
not at all keen 
(Now I'd like to ask you a few questions about how 
you see this firm and industry in general.) 
D. Worker and the Firm. 
30. There are two opposing views of industry generally 
in New Zealand. I'd like you to tell me which view 
you agree with more. Some people say that a firm is 
like a football side - because good team work means 
sucaess and is to everyones advantage. Others say 
that teamwork in industry is impossible because 
employers and men are really on opposite sides. 
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27a. 
b. 
28a. 
29a. 
b. 
30. 
31. 
32. 
33. 
Which view do you agree with more? 
[Why?) 
I 
Which view is closest to how things really 
are here ~s!ington/Imlay? 
(Why?) 
Some people say that workers would get a 
better deal if the meat industry was owned 
and controlled by the Government. Would 
you agree or disagree on the whole? 
Strongly Agree 
Agree 
Disagree 
Strongly Disagree 
Undecided, O.K. 
Thinking specifically of the Meat Industry, 
which workers get a better deal; those working 
for New Zealand owned companies or those 
working for overseas owned companies? 
(Why?) 
N.Z. 
Overseas 
No difference 
Undecided O.K. 
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31. 
32. 
33. 
4. During the recent wage negotiations the 
employers said they couldn't afford to 
meet union demands. Do you think this 
was true? 
True 
Not true 
Undecided O.K. 
Why do you say that? 
§ 
E. Worker and the Union. 
35. 
36a 
Now I'd like to ask ypu a few questions about 
the union. 
Which union do you belong to? 
How often do you attend union meetings 
within your Department 
Would you say that you go 
Regularly 
Occasionally 
Rarely 
Never 
36b. What about shed meetings/all ups. 
How often do you attend these? 
Regularly 
Occasionally 
Rarely 
Never 
37a. Why is it that you go regularly/occasionally/ 
rarely/never go to union meetings? 
37b. (If a difference in attendance at Departmental 
and shed meetings) 
Why is it that .•.. (Phrase appropriately) 
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34. 
35. 
36a. 
36b. 
37a. 
37b. 
38. 
39. 
40. 
41. 
42. 
How interested are you in union affairs? 
Would you say 
Why is this? 
Very Interested 
Quite Interested 
Not too Interested 
Not Interested at all 
How good a job do you think your union is 
doing for its members here at Islington/ 
Imlay? (allow for unstructured response first) 
Would you say Very good 
Fairly good 
Not too good 
Poor 
What about at the national level? 
Would you say Very good 
Fairly good 
Not too good 
Poor 
Some people say unions should just be concerned 
with getting higher and better conditions for 
their members. What do you think? 
Some say that unions should also get workers ·a 
say in management. What are your views? 
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38. 
39. 
40. 
41. 
42. 
43~ 
44. 
45. 
46. 
47. 
How would you rank these t~ee union 
activities then. Which would you say 
would be the most important and which 
next most important? 
Higher Pay 
Better conditions 
A say in management 
Oo you think unions should consider the 
economic position of ~ firm when pressing 
for wage increases, or is its job to 
concentrate solely on the benefits of its 
own membe~s? 
Why do you think that there are more strikes 
in the Freezing industry than in most other 
industries? 
On what issues do you think strike action 
is most justified? 
Here are a number of situations in which 
workers might go out on strike. In general 
could you tell me whether you would strongly 
agree, disagree, or strongly disagree with 
strike action in these cases. 
a. In support of a pay claim or 
better conditions 
b. In support of a sacked worker 
A· 
0 
so 
OK 
S.A. 
A 
0 
so 
OK 
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43. 
44. 
45. 
46. 
47. 
c. In support of another union 
d. In support of a political 
issue, ror example nuclear 
testing in the Pacific 
S.A. 
A 
0 
so 
OK 
S.A. 
A 
0 
so 
OK 
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~~ '"' FAMILY AND CHILDREN. :teJ 
" ~A~s·. Could you tell rn~., are you married or sin le? 
•;t-"ci':-"·' married 
divorced/separated 1---
widower r--
never married r--~:49. Do you have any children? 
-
~l:'.·~". yes g no ~t,5o. could you tell me how old they are and what they are 
~:';doing ? 
;';',_··.:., 
·-,, ... -
':~~X AGE PRE-SCHOOL PRIMARY SECONDARY \\IORKING AT OHE 
0ft' 
> p 
1-::s 
MT 
·. 
~51. ( Ask for the oldest boy I girl if no boys I still 
'·(it Secondary school ) 
If you had to pick the three of these subjects which 
you think it would be most important for X to learn 
''which subjects would you choose ? 
., 
ART MATHEMATICS 
.SCIENCE NEEDLEWORK 
~NGLISH TECHNICAL DRAWING 
FRENCH TYPING 
;GEOGRAPHY WOODWORK 
HISTORY SOCIAL STUDIES 
MAORI MUSIC 
not applicableO 
'52. Do you know what X wants to be 
5.3. Is that the . job that you hope X will settle in? 
'•, 
(.if no ) \\That would you like them to be then ? 
54. What are the things that a young person needs to 
·9et on in life today ? ~ .:, 0 • 
. ·F-. 
' )f-
·~ 
.. 
55. How important would you say that Secondary 
Education is for yo_11ng people today? 
Would you say; · 
VERY IMPORTANT 
IMPORTANT 
MILDLY IMPORTANT 
MIDDLING 
MILDLY UNIMPORTANT 
UNIMPORTANT 
VERY UNIMPORTANT 
~6. Do you thirik that children today have the same 
~pportunities to get on as you did ? 
;57. ASK ALL. Would you want your son to be a freezing 
worker? 
2 66 
CLASS. 
-
some say that people· living in New Zealand differ from one 
another in certai~ respects. People differ in age, occupation, 
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the amount of money they earn, religion, race and other characteris1 
Which of these differences do you think is the most important in 
~ew Zealand today ? 
Some people talk about there being different classes, what do you 
think ? 
{ possible probes ) 
" How many classes do you think ·there are in New Zealand ?" 
" What puts people in one class and others in another ? " 
" Would you say that diffeJ:rmces in income, where they live, the 
kinds of jobs they do ••• ?" 
"Which class would you say that you are in? •.. Nhy do you say"tha, 
".How easy is it for.people to move from one class to another?" 
" Is it possible for people to improve themselves ? 11 
II Are things going to change in any way ? 11 
" Whats the easiest way for people to move from one class to anothe 
11 Do you think New Zealand is becoming more of a class society ? 11 
" Is class becoming less important· in New Zealand ? t: 
11 Will there always be classes ? 11 
" Is it a good thing that there are classes in New Zealand ?" 
" Could New Zealand manage if it didn't have classes ?" 
If you had to~ay, what social class would you say that you and yot 
family are in ? 
Some people say that there are FOUR social classes in New Zealand: 
the middle class, the lower class, the working class and the upper 
class. If you had to choose one of these terms, which one would yol 
say that you and your family are in ? 
UPPER 
MIDDLE 
NORKING 
LOWER 
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ASK INFORMANTS IDENTIFYING WITH THE MIDDLE CLASS: 
You wouldn't ca],;t yourself a working class person or .an upper 
class person, why is that ? 
INFORMANTS IDENTIFYING \<11TH THE l'JORKING CLASS: 
You wouldn't call yourself a middle class person, or a lower· clc 
person, why is that? 
INFORMANTS IDENTIFYING ~7ITH THE ·LOWER CLASS: 
You wouldn't call yourself working class -why is that ? 
G. SAVINGS AND EXPENDITURE. 
I'd like to ask you some thing about your savings 
and expenditure. I realise that some of these 
questions are a little personal • It would help 
me if you could answer as many as possible. 
58.Could you tell .m~ your average weekly earnings- I 
mean including ordinary amounts of overtime and 
after tax deductions - from your job ? 
A. less than $90 G. $141-$150 M. $201-$210 
B. $90 ·-$100 H. $151-$160 N. $211-$220 
c. $101-$110 I. $161-$170 o. $221-$230 
D. $111-$120 J. $171-$180 P. $231-$240 
E. $121-$130 I<. $181-$190 Q. $241-$250 
F. $131-$140 L. $191-$200 R. over $250 
59.Taking into account what other people in:the family 
earn and anything that you get from.other sources 
such as savings, or rent from boarders, or any 
other jobs, could you tell me which of these 
categories the average weekly income of the whole 
family comes to ? 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
60. Does your wife work at all ? 
61. What work does she do? 
Working ·B 
Non-working 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
............. ~ .......................... · ........... . 
62. Is that full time or part time ? 
full time B 
part time 
63. ( for men whose wives are not working l : 
Is your wife not working because she chooses not 
to or is it difficult to find jobs ? 
...................... • ... • •,• .................... · .... . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .· . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . ~· . . . . . . . . . . . . . . . . . . . . . . . 
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64. Do you manage to save much at all? 
.................. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
• • • • • • • • • • • • • • • -~ • • • 'i "' • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 
J ••••••••••••••••• . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
,~65. Do you manage to save 
a savings scheme? 
regularly, say for example 
;'i 
~nder 
-... 
;J 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
.. . ..... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
"66. Wha·t would you say are the 
Scommi tments that you have ? { 
major costs or financial 
probe. " for exampLe H.P. 
payments, mortgage} 
;• ...................................................... . 
~ . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
67. What kinds of things would you hope to be able to 
acquire 
special 
or do within the next five years. 
that you are saving for ? 
Is there anything 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
.......................................... It • • • • • • • • • • • • • • • ' 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
68. Would you say then 
Would you say :-
that you are well off 
better off much 
better somewhat 
about 
off 
average 
off than worse 
69. Why do you say that ? 
?' 
than 
than 
most 
most 
most 
...................................................... 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
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..................................................... 
~-..................................................... . 
;· ,• . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
jo.Alot of people 
'~ff ; What do you 
would 
think 
say that freezing workers ar·e· well 
? 
.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
':·~ ................... . .· . . . . . . . . . . . . . . . . . . . . . . . . . . . ... . . 
It':· • a e e a e a • a e e a a a e • e • ••• • a e e a e a a e a a e a e e e e e a a a a a a a e a •• a e • a a a • 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
ten years ahead, what improvement in your way 
' 
would you most.hope for ? 
,, .............................................. . 
,_• . . . . . . . . . . . . . . . . . . . . ~ . . . . 
.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
'. . . . . . . . . . . . . . . . . . .. . . . . . ............................. . 
. ~ ' ................ . 
.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
H. HOUSING 
72. Could you tell me whereabouts you live? 
1address if possible ) 
......................................................... 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
73. 
74. 
Do 
( 
you rent or own 
if renting, ''is 
your 
it a 
house ? 
house 
own 
state 
own 
rent 
state 
?" 
other _____________ specify 
if owner/occupier l Do you have 
commitments ? How much would you 
any mortgage 
say a month ? 
.- ~ ... . . . . . . . . . . . . . • .. . . . . . . . • •••••••••••••••••••••••• Ill' ••••• 
' .... . . . . . . . . . . . . . . .............................. . 
:_'_0 ••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 
is. 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
ask those renting ) 
your own home? 
Do you have any wish to own 
0 • 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ............ . 
Have you done, or are you doing anything about i~ ? 
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of 
(contd.) 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ............. 
. . . . . . . . . . . . . . . . ... - -.- - .................................. . 
.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
6. Have you lived in the Wanganui I Christchurch area 
all your life ? 
( if yes Why do you stay in this particular area ? 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . · .......................................... . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
if no ) Why did you choose· to live in this particular 
area ? 
......................................................... 
. . . . . . . . . • ............................................... . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
77. Where do you think the most expensive houses in 
Christchurch I Wanganui are ? 
,. . . ........ · ...................... . 
,o ••••••••••••••••••••••••••••••••••• . . . . . . . . . . . . . . . . . . . 
Why do you think these areas are the most expensive ? 
......................................................... 
': ............................................... . 
' ........ . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
78. Are there any poorer areas in Christchurch I Wanganui ? 
~ ..... . . ............................................... . 
. . . . . . ................................................ . 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Why do you think these areas are poorer ? 
'~ ............ . . ............................ . 
, ................. . 
·~ ,• ............... . . ................................. . 
79. Do you have any wish to move from where you are at 
present? 
. . . . . . . . . . .................................... . 
•, .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ..... •, ......... . 
l-\There else, if anywhere, would you like to move to ? 
• .... . . . . . . . . . . . ............................ . 
.. . . . . . . . . . . . . ~ ...................... . ................. . 
Why would you want to move there ? 
~·· ....................................................... . 
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I· SECURITY I ASPIRATIONS. 
. . 
l!i!; 
IO.Do you work a ful~year here at Islington·; Imlay? 
~Z; 
Full year 
Seasonal 
~1. ( if seasonal ) What do you usually do in the off season? 
• Do you usually have a job ready to go to ? 
• Do you have a job ready to go to this year ? 
yes 
no 
(if yes ) unsure, DK 
What job is that ? 
if no } 
Does it worry you at all not having a job to go to ? 
How much would you say you usually earn per week in 
off-season job ? 
• Would you be able to tell me approximately how much 
GROSS income was for last year • (. probe for IRS figure) 
How secure would you say that your job is here at 
Islington /Imlay ? Woyld you say: 
.dead safe 
fairly safe 
rather insecure 
very insecure 
What makes you say that ? 
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as. Would you rather work all year round at the works if 
this was possible.? 
-.. 
.WhY / why not ? 
·, 
·':':_. -----------------------------
ag. If you were offered $20 more per week at another 
works but it meant losing your seniority number would you 
:\ake that job ? yes 
Why I \\Thy not ? 
no 
undecided,DK 
90. If you were offered a secure job that payed less thah 
your present one, but was full time, would you· take it ? 
yes 
Why/ Why not ? 
no 
undecided, DK 
91. One way a man might improve his position is by starting 
up in business on his own. Have you ever thought of doing 
this? yes 
no 
undecided, DK 
• ( if yes } Did you take the matter any further ? 
( if no } Why wouldn't you want to start up in business ? 
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J. POLITICS. 
I'd like to ask you about some of your political views. I 
;realise again that sb'ine of these questions are personal 
in nature but it would help if you could answer as many as 
cpossible. 
'92. There's going to be an election some time around 
,November. Do you think that it will make a great deal of 
difference whether Labour or National wins, or won't it 
~ake a great deal o~ difference who wins ? 
A lot of difference 
Some difference 
No 'difference 
( if a difference ) In what ways would it make a differe~ce? 
( if no difference ) Why do you feel that it won't make a 
difference ? 
93.Do you mind if I ask how you intend to vote in November? 
Labour 
National 
Soc red 
Values 
Other 
Undecided Abstaining 
94. Could you tell me how you·ve. voted in the last few 
elections? Lets begin with the last one, 1975. - How did you 
. 
vote then? .•. What about the one before that? 
1975 
1972 
1969 
1966 
--------
95. You seem pretty attached to the ......• Party. Can you 
tell me why this is ? 
275. 
96. { Refer back to question 94. For each significant 
abstention, change or uncertainty about the next election 
ask: ) Why is that ••••• ? {phrase appropriately) 
97. Thinking of · friends, would you say that their 
political views are similar to yours generally, or mixed ? 
similar. 
mixed 
unsure, DK 
Why do you think this is ? 
98. Do you talk to other people about politics? Would 
you say: Often 
Who would you talk to ? 
Occasionally 
Seldom 
Never 
99. As you know, trade unions generally support the Labour 
Party. Do you approve of this, or should they keep themselve 
separate? approve 
separate 
0. Some people say that trade Unions have too much power 
this country. Would you strongly agree, agree, disagree 
or strongly disagree on the whole ? 
.SA 
A 
D 
SD 
DK 
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~1· 
1 
( contd. ) 
f!r·------------------------------
_.,_,-
)"'-~' 
;i.i:_.'''------------------------------~r):·: 
"''·~-----------------------------
,:.'' 
,0;(t,.:. 
w·;;...·-: -----------------------------
~~.some ~eople say that big business has too much power in 
~l~is country. How do· you feel about this; would you strongly 
-'~\ '·' . 
. ~~g~ee 1 agree 1 disagree or strongly disagree on the whole ? 
SA 
A 
D 
SD 
DK 
i'i _ ,;-------------------------------
'.il ·,';' 
~2.People say that in this country anyone could rise to be 
l1~ime Minister. Do you agree with this? 
, ;Why do you agree/ disagree ? 
Agree 
Disagree 
DK 
>j:-:-. -:--------------------------------
.. · 
------------------------------~----------
277., 
ISURE AND RECREATION. 
• Could you tell me generally how you spend your spare time? 
back over the last week, could you tell me the main 
ings that you did over last weekend and over the last few 
days. By main activities I mean those lasting for around 
more. Coul~ you.fill in this for me .•• 
that.this is typical of the way that you 
your time? •.. Is there anything else that you usually 
. Do you belong to any clubs and 'Organisations or anything 
that ? Here is a list with examples of the kinds of thing 
ME~S CLUBS 
TEACHER ASSOCIATION 
CLUB 
OR CHURCH GROUP 
CLASSES 
. Who would you say are the two or three people that you 
often spend your spare time with ? 
· Do you spend any of your spare time with men from the 
? 
278 
( If yes to 106. ) 
well would you say _you know their wives and families ? 
Very well 
quite well 
Just to say hello to 
Not at all 
~ Do you see much of your relatives or your wife's 
tives at all ? Woul~ you say on average that. you see 
Once a week § 
Once a month 
Less than once a month 
I 
I'd like to ask you about the sorts of people you feel 
lest with. Some people·we feel completely at ease with, 
' 
le with others we.feel a bit awkward. What sorts of people 
you feel easiest with? 
kinds of people do you feel a bit awkward with ? 
• Do you go out much ? How often would you say that you 
out? once a week 
once every few weeks 
once a month 
less than once a month 
. Where do you go when you have a night out usually. 
Which of the activities on this card would you do the 
t, and which the next most often ? 
CINEMA PUB 
WORKING MENS CLUB FRIENDS HOUSE 
RELATIONS 
RACES 
THEATRE 
CCNCERT 
• How often would you say that you have friends around to 
279 ~· 
~d you say that you have friends around 
Once a week 
~- ~:'~' 
~!~,·-i~i 
Once every few weeks 
Once a month 
Less than once a month. 
~;t,_~']L: ~~ts all the questions I have to ask. Thankyou for helping 
Y~t~ih all the information that you've given me. Once again 
i~!~~ like to reassureyou that none of this information will 
~:::\~!( 
~~oe"written up in such a way that your anonymity is lost. 
;l(;::·'''' 
;~i&hr name won't appear anywhere on the report. Finally are 
~~~~ :<l! 
<chere any questions that you would like to ask me, or do you 
-r .-
~~1 that I've passed over anything that you think could be 
<iJi~portan t. 
·'', ;;, 
;;, 
-~ 
:::,'-;'-, -------------------------------
i! < ~,,,'-'-----------------------------------
',....,., :-----------------------------------
', 
--i 
;j.....,,-, -------------------------------
';! I 
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APPENDIX C 
THE RESEARCH PROPOSAL 
THE WORKFORCE AT TWO NEW Z~.ND FREEZING NOf\KS 
A research proposal to Waitaki N.Z.R. Limited 
by J.H. Kerr Inkson 
Senior Lecturer, Management Dept. 
University of Otago. 
INTRODUCTION: 
This proposal is based on a discussion held on Friday 
25 November between the writer and Mr. M. Willyams, 
Industrial Manager of Waitaki N.Z.R. Ltd. Mr. Willyams 
expressed the company wish to find out more about its 
workforce, for example their family background, educationi 
qualifications, previous occupations, reasons for being 
in the industry; their home circumstances, off-work 
activities, off-season activities, political beliefs, 
aspirations,and the ways in which these related tq their 
work in the industry; and also geographical, sociological, 
economic, and labour market factors in their communities 
relevant to their occupational choice and stability. 
Mr. ~'lillyams expressed the view, which may be taken as 
a working hypothesis for the research, that variations 
between different works in respect of performance and· 
conflict may reflect variations in the character and 
composition of the worktorce. 
From the above, it is clear that the focus of the 
research is to be on external characteristics of the 
workforce rather than on industrial attitudes and behaviour, 
which have been studied to some extent already in the 
writer's previous work at Burnside and Finegand. How-
ever, the company would have no objection to inclusion 
of some variables relating to attitudes and industrial 
relations in the study, and indeed this would be advisable 
if the suggested links between the worker's background 
and industrial behaviour are to be demonstrated. 
Mr. Willyams and the writer agreed that the initial study 
should compare two works, one with a relatively good 
record in performance and industrial relations, the other 
with a relatively poor record. Pukeuri and Islington were 
provisionally selected, though their participation 
clearly depen·ds on the co-operation of local management 
and unions. 
Mr. Wil~yams stated that the company would have no objection 
to publication of the research, and would in fact view 
the exercise as a good public relations opportunity. As 
far as practical utilisation of the data was concerned, 
this would be up to the company, but a Management Vlorkshop 
would probably be held after completion of the initial 
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study to enable managers to come to a better understanding 
of the nature of their -workforces and the contribution 
of workforce characteristics to industrial behaviour. 
At that stage, a decision could' be taken as to whether it 
would be worthwhile to extend the study into further 
works in the 1978-79 season. 
PROCEDURE: 
It is suggested that the research procedure would involve 
three major parts: 
1. a preliminary, ·simple "head-count" exercise 
on the current workforce in each works, 
involving a small amount of written inform-
ation to be completed on a card for each 
man, viz: age, marital status, ages of 
children, home ownership, area of residence, 
qualifications, previous occupations, 
and normal off-season employment. Computer 
analysis of the information would result 
in tabulations of all data. 
2. a major interview study of_samples of men 
in each works. The samples would be chosen so 
as to be representative of the total work-
force. The interview would follow a 
standard schedule of questions relating to 
the matters mentioned above, but in greater 
detail, plus information on the following 
areas: place of birth and upbringing, 
family background,education, geographical 
mobility, reasons for moving to present 
district, reasons for becoming and remaining 
a freezing worker, degree of financial 
security, social relationships and leisure 
activities away from work, sports and hobbies, 
membership of outside associations and clubs, 
aspirations and ambitions for the future, 
political beliefs and memberships, attendance 
at work, outlook.on the industry as a whole, 
and attitudes to the company as an employer 
and to industrial relations. This list may 
be -added to in the light of further reflection, 
and indeed management or union officials in 
Waitaki N.Z.R. may seek to add items about 
which they would require further information. 
The sum of all the information could be 
incorporated, mainly in the form of tables, 
in an overall report to the company and unions,. 
with important relationships between variables 
also indicated where appropriate. 
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vlhile the size of the samples needs to be determined 
in the light of further consideration, 80 freezing 
workers pl~s 20 tradesmen in each works are suggested 
initially. These are slightly larger samples than 
in the Finegand/Burnside study. It is anticipated 
that interviews would take approximately an hour. 
They would be conducted, as in the previous study, in 
offices at the place of work during working hours. 
3. Concurrently with 1 & 2 above, information 
would be gathered concerning the nature 
of the local community, its social mix, 
alternative employment opportunities 
available, and on other relevant 
sociological variables. Further, 
informal discussions would be held 
with management and supervisory 
personnel to determine their perceptions 
of the workforce. 
In addition to these, ,background information may be 
sought from the company on areas such as: compara-tive 
statistics on wage-rates, absenteeism, accidents, 
labour turnover, and production at different works; 
company personnel policies and procedures, methods of 
recruitment and provision of welfare facilities; the 
history of the works and their relative labour relations 
records over timei et c~tera. 
TIMING: 
The initial study of two works is envisaged to be 
qompleted, at least as far as data collection, during the 
1977-78 killing season. It is hoped and expected that 
there 'vill be no difficulty in gaining the co-operation 
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of the managerial staff and union officials involved~ 
Preparation will take some weeks. It is expected that 
interviewing could cominence by early Harch and be completed 
in both locations by the end of May. Data analysis and 
initial feedback of results to the company, in both written 
fm ..... m and in the suggested Management ~·lark shop, could 
take place soon after the end of the killing season. 
The remainder of the year would be occupied with more 
detailed analyses and feedback and the writing-up of 
research papers. By November 1978 it should be possible 
to determine whether, and hmv, to continue the research 
in 1979. 
RESOURCES AND FINANCE: 
It is envisaged that the research would be supervised 
by the writer with assistance from Mr. R. Gidlow, Lecturer 
in Sociology at the University of Canterbury. For 
detailed planning, interviewing, statistical work, and 
writing-up, a postgraduate student would be requi~ed, 
- 4 -
he should be qualified in sociology and be located in 
Christchurch rather than Dunedin, so as to be in close 
touch with the company Head Office and the Islington 
Works. Mr Chris Eichbaum, a Master's student at 
Canterbury has expressed interest in the research and 
provided suitable arrangements could be made would use 
it as the basis of his Thesis, which has to be completed 
by February 1979. 
The cost of e~ploying Mr. Eichbaum full-time on the 
project for one year would be $4,000, to take the 
form of a r~search fellowship to be paid to Mr. Eichbaum 
for the year commencing February 1978; plus up to 
$1,000 to cover travelling and acco1rumodation expenses 
incurred in interviewing and supervision. The money 
would be paid by the Company to the University of Otago, 
which would supervise its disbursement. 
If the company finds the cost of the project too high, 
it may be possible for Mr. Eichbaum to conduct the study 
on a part-time basis, and have other employment in 
addition. Under these circumstances, the costs of the 
research would be less - though alternative interviewers 
would have to be hired - but the scale and quality of 
the research might be seriously impaired. I \vould 
strongly recommend that the company fund the Fellowship. 
CONCLUSION: 
Waitaki N.Z.R. is to be congratulated on taking a positive 
progressive step towards the better understandihg of 
its employees, while at the same time making a worthwhile 
:contribution to sociological research in New Zealand. 
It is to.be hoped that the plan of action recommended in 
this document can be accepted by the company with little 
alteration. 
1 December, 1977. 
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APPENDIX D 
FREEZING WORKS' FLOW CHART FOR MUTTON AND LAMB 
START HERE Example of a Freezing Works' Flow Chart for Mutton and Lamb 
Cooking Washing 
~ry!ng I 
I Tdmin Sl ipe- II I I 
~agging 1 master 
Storage Palntin~ I· '~Pulling llool 
L~l~ ~~~~~ 
Oel\ming/ I 
Bating Drying 
I I 
Pickl fng Weighing 
I I 
Fleshing Binning 
I I 
Grading Baling 
I I 
Casklng· Weighing 
I I Storage Storage 
ffeffntng 
I 
Packing 
in Drums 
I 
Storage 
Dressing 
on the 
cna ins 
pre-
viscera tlon 
inspection 
Refining 
I 
Cooling 
I 
Packing 
I 
Storage 
Grinning 
I Screening 
I 
Bagging 
I 
Storage 
Grinding 
I Screening 
I 
Bagging 
I 
Storage 
Soaking 
I -Scraping Draining 
I I Oethread- Casklng 
il"g I 
Grading Storage 
I 
Salting 
I Draining 
I Packing 
I Storage 
Sheep 
& Lamb 
Carcasses 
loaded out 
Rail to Part for 
Shipment to World Markets 
Note: The CARCASS MEAT flow is the top line reading from left to right. The chain system is described below. The vertical lines show how'all the 
by-products and offal are treated and give a good impression of the comvlications involved. 
The chain system of killing lamb or mutton consists of a moving conveyor which carries the dead sheep, suspended by a hind leg, from the 
killing box through a trough (to collect the blood) int~ the main hall. The process is as follows: a man opens up the skin on the hind legs; others 
open up the skin right down the stomach, brisket and front legs; the shoulders are then cleared and the tongue and head removed; the skin is pulled 
off; pre-visceration wash and inspection; the carc~se is opened up and the viscera removed with the exception of the pluck; the brisket is cut and 
the pluck removed; kidneys are removed and trimming performed; any defectiv~ carcasses go to detain rail; for other carcasses the neck is tied to 
front legs; they are weighed and graded and tken pressure washed; the ticket hole is made. Eac~ motion is carried out by one or more men as the 
carcass moves slowly along the conveyor chain from the slaughter floor away to the cooling room, being sorted according to grade and brand before 
being put in a stockinette wrapper and run into the freezing rooms. 
~: Godfrey Harrison, sorthvicks: A Centurg in the Meat Trade, 1863-1961 (Hazell Watson & Viney, Aylesbury, Eng., 1963, slightly modified). 
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